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A B S T R A C T 
Among the c ruc ia l problems of our Indus t r i a l 
age/ r e l a t ions between labour and management occupy 
a prominent p l a c e . All over the world i t has been 
increas ingly appreciated th&t good laibour-managanent 
re la t ions g r e a t l y help in laying the basis for econo-
mic growth and soc ia l change. They provide a sol id 
p rac t i ca l foundation for building up new a t t i t u d e 
and i n s t i t u t i o n s needed to keep pace with the dynamics 
of modem indus t ry . A f l ee t ing glance over the 
history of i n d u s t r i a l c i v i l i z a t i o n reveals the conspi-
cuous fact that in a constant rush for rapid indus t r i a l 
development the human eleneOt in i ndus t r i a l organiza-
tion was sca rce ly recognized. In the midst of a s ton i -
shing i n d u s t r i a l progress labour came to be looked 
upon as a commodity value to be gauged by the usual 
standards of maximum use, per iod ica l replacement, and 
scrapping when damaged or worn ou t . The Clayton Act 
of 1914/ however/ boldly declared that ' labour i s 
not a commodity o r an a r t i c l e of commerce* and thus 
gave i t due recogni t ion . Thi r ty years l a t e r the 
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Declaration of Ph i lade lph ia , adopted by the ILO in 
1944/ upheld the pe r sona l i t y and d ign i ty of the 
ind iv idua l . Since then i t has been increas ingly 
real ized tha t a worker i s not a marketable commodity 
but a se l f respect ing human being. He has fee l ings / 
emotions, and a s p i r a t i o n s l i k e a l l o ther human 
beings and s t r i v e s to f u l f i l them through the 
ins t rumenta l i ty of work from which he not only makes 
his l iv ing but a l so derives s e l f - s a t i s f a c t i o n . 
The l a s t few decades have witnessed a s t r i k i n g 
development of labour-management r e l a t ions which s e t 
the tone of soc i a l r e l a t ionsh ips in an i ndus t r i a l 
soc ie ty . With the progress of i n d u s t r i a l i z a t i o n , 
effor ts have been made by the Government of India to 
democratize these r e l a t i ons and evolve a system of 
i ndus t r i a l management wherein a climate of construc-
t ive cooperation between labour and management may be 
fostered. Even then, the labour r e l a t ions are not 
sound in a l l the indus t r i e s of India . Especial ly , the 
t e x t i l e indus t ry i s well known among a l l the indus t r i e s 
of the country regarding the prolonged s t r i kes and 
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lockouts . Though i t i s regarded as prime mover 
of the na t i on ' s economy because of i t s mult iple 
contr ibut ion in the shape of employment genera t ion, 
contr ibut ion to nat ional exchequer, foreign exchange 
earnings e t c . , i t i s remarkable to no te tha t most 
of the t e x t i l e mi l l s a re unable to maintain harmo-
nious r e l a t i o n s . Consequeitly, the problems of 
labour re la t ions have aggravated. I t i s in th i s back-
ground t t e t the present study e n t i t l e d , "Problems of 
Labour Relations in the Tex t i l e Mills of U.P." has 
been conducted to examine empir ica l ly the v i t a l i ssues 
affect ing the re la t ionsh ip between labour and manage-
ment in the t e x t i l e mil ls of U.P. and to suggest 
measures to make them more e f fec t ive contr ibutors for 
increasing the product iv i ty and p r o s p e r i t y of the 
t e x t i l e mil ls of U.P. The e n t i r e work has been divided 
in to eight chanters . The f i r s t chapter deals with the 
conceptual framework of labour r e l a t i o n s which includes 
the concept of labour r e la t ions o r i g i n , growth and 
development of the concept, conditions to make good 
labour r e l a t ions and importance of harmonious labour 
r e l a t ions on the one hand and key determinants i . e . 
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unionism, i n d u s t r i a l disputes and co l l e c t i ve ba r -
gaining/ and labour r e l a t i ons during f ive year plans 
on the o t h e r . 
The second chapter i s a survey of l i t e r a t u r e 
which has been devoted to review the various s tud ies 
ccmducted in t he f ield of labour r e l a t i o n s . In the 
third chapter the problems of labour re la t ions in 
U.P. have been discussed which brings in to l i g h t t t e t 
the labour r e l a t i o n s in the s t a t e appears to be s a t i s -
factory with a decrease in the number of d i spu te s . 
The fourth chapter e n t i t l e d , "Text i le Mills in U.P . -
A study in Performance and Growth" i s devoted to 
study the various asoects of t e x t i l e industry in India 
in general and of U.P, in n a r t i c u l a r . I t tes been 
observed tha t the product iv i ty of t e x t i l e mil ls of 
U.P. i s genera l ly low. The current s t a t e of labour 
r e la t ions in t e x t i l e mil ls of U.P. i s a lso a t a 
worsening p o s i t i o n . A few suggestions have been put 
forward for improving the working of these mi l l s to 
improve the labour r e l a t i o n s . 
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Chapter fifth and sixth are related to examine 
the problems of labour relations in the public and 
private sector textile mills of U.P. However, one of 
the best method of the study was to make a sample 
survey of all the textile mills in U.P. But since 
this is a very large and time consuming project* it 
was decided to use the case method. Thus a sample of 
two mills was considered as the modest number from the 
point of view of feasibility of time and cost. Thus, 
an attempt has been made in chapter seventh to compare 
the problems of labour relations in two textile mills 
of U.P. viz., Elgin Mills Company Ltd. (a Government 
mill) and Modi Spinning & Weaving Mills Conpany Ltd. 
(a Private mill). Main conclusions emerging from this 
comparison reveal that no doubt both the mills are 
running in losses and financial positions are also at 
the worst. But the labour relations are quite cordial 
and harmonious in Elgin Mills than Modi Mills, in 
other words, it has been brought out that labour 
relations in the Public Sector textile mills are quite 
satisfactory as against the private sector textile 
mills. All the times in the public sector the Indus-
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t r i a l awards a r e implemented in time. Personnel 
po l ic ies and p r a c t i c e s are qu i te appreciable and in 
other labour matters too the publ ic sector has been 
acting as a model employer and trend s e t t e r . Labour 
force has been at tached grea te r importance in a l l 
matters de sp i t e of losses t he i r demands are f u l f i l l e d . 
There i s g r e a t e r degree of sa t i s fac t ion and job 
secur i ty among the workers. But when we examine the 
problems of labour r e l a t i ons in the p r iva te s ec to r 
t e x t i l e m i l l s / i t i s found, that there a re p r iva t e 
monopolies. Employer i s in a strong posi t ion than 
workers who have lack of strong unionizat ion. Neither 
the workers are secure about the i r jobs nor s a t i s f i e d 
due to ind i f f e ren t a t t i t u d e of management. At the 
same time, they a re not happy with the payment of 
wages* p o l i c i e s and p rac t i ces of personnel management 
e t c . Workers a re in g rea t e r d i s t r e s s in p r iva te 
t e x t i l e mi l l s of U.P. 
In th i s endeavour/ what i s suggested for the 
p r iva te t e x t i l e mi l l owners of U.P, i s to provide 
maximum benef i t s to work force to a t t a in t h e i r maximum 
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cooperation. This wi l l help them increase p roduc t i -
v i t y per loom and per worker which in turn wi l l 
promote harnvDnious labour r e l a t i o n s . However, a t 
the same time/ the t e x t i l e mi l l s of U.p. run by the 
Government should improve t h e i r p roduct iv i ty schedules 
to bring the companies on the l i s t of p r o f i t making 
companies which wi l l r e s u l t In increasing worker's 
morale. The main findings of the study a re the low 
product iv i ty and low capaci ty u t i l i z a t i o n causing poor 
labour r e l a t i o n s and low p r o f i t a b i l i t y which i s common 
in both the s e c t o r s . There i s urgent and g rea te r need 
and the c a l l of the day to improve the p roduc t iv i ty 
of machines, men and mater ia ls along with fu l l u t i l i -
zation of machinery in the t e x t i l e mil ls of u . p , to 
cope with the highly disturbed labour re la t ions 
s i t u a t i o n s . 
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P R S F A C _E 
The t e x t i l e industry is regarded as an irrportant 
industry of the country. This i s so because of i t s numerous 
contributions in the shape of enployment generation, c a i t r i -
bution to national exchequer, increasing indastrial produc-
t ion, foreign exchange earning e tc . Equally iirportant i s 
the contribution of t e x t i l e industry of Uttar Pradesh in 
the economic development of the State. But in recent years, 
due to low productivity, most of the t e x t i l e mil ls of the 
s ta te are running in losses and are unable to maintain har-
monious labour relat ions. Consequently, the problems of 
labour relations have multiplied. 
In the present study, an attenqpt has been made to 
examine en^irically the v i ta l issues affecting the relat ion-
ship between labour and meuiagement in t e x t i l e mil ls of U.p. 
and to suggest measures 42o make them more e f fec t ive contri-
butors for the productivity and prosperity of the t e x t i l e 
mi l l s of uttar Pradesh. 
Objectives of the Study; 
The study aims at making a comparative study of labour 
relat ions in the t e x t i l e mills of U.P. in so far as they 
( i i ) 
obtain in the private and public sector mills of U.P, The 
important objectives o£ the study are: 
1) To review the conceptual framework of labour 
relatlcxis. 
2) To make a survey of available literature an 
the subject as a whole. 
3} To examine the problems of labour relations 
in uttar Pradesh. 
4) To discuss the growths development and perfor-
mance of textile mills of U.P. 
5) To assess critically the problems of labour 
relations in a few sample mills. 
6) To analyse the opinions of workers towards the 
management in these sample mills; and 
7) To suggest measure for improving productivity 
and maintaining peaceful labour relations in 
the textile mills of Uttar Pradesh. 
Research Design; 
The textile mills in U.P, are divided into different 
sectors/ viz., organized mill sector (public-private/ 
( I l l ) 
cooperative}/ decentralized power and handloom sector. 
This study refers only to the organized mill sector/ of 
which public and private sector are considered as nost 
important segments. However/ one of the best method of 
the study was to make a sample survey of a l l the t e x t i l e 
mil ls in Uttar Pradesh. But s ince this i s a very large 
and time consuming project/ i t was decided to use the case 
method. ThuS/ a sanple of two mills was considered as the 
modest number from the point of view of f eas ib i l i ty of 
time and cost . While making case studies« efforts have 
been done to see that workers of different categories/ 
different shi f ts and also of different departments were 
adequately represented. The f ield investigation i s based 
on a sample of 150 workers. They are drawn both from 
Elgin Mills CO. Limited and Modi Spinning & Weaving Mills 
CO. Limited, in addition/ personal interviews of the 
management personnel and trade union leaders provided 
much in formation to make this study more adequate. 
Research Methodology: 
The present work i s baaed on published and unpublished 
data collected from both primary and secondary sources. 
( iv) 
All the information based on primary source i s collected 
from the personnel departments of the mil ls and through 
personal interviews with the workers/ union leaders and 
of f icers on the basis of pre-structured questionnairesand 
schedules. The major chunk o£ the portion based on the 
secondary information i s obtained from the newspapers/ 
journals, books« unpublished theses* annual reports of 
the companies and various other publications of the 
Government of India and Uttar Pradesh, Finally/ a l l the 
information and data collected are analysed and important 
inferences have been drawn from them. 
Limitations of the study; 
In the present study, the coverage of various 
aspects related to the problems of labour relations in 
t e x t i l e mil ls of Uttar Pradesh i s both intensive and prag-
matic. The author has been particularly anxious to cover 
a l l important aspects of labour relations with the maxi-
mum degree of throughness/ so as to make this study more 
useful . But in this earnest endeavour the author has to 
experience various d i f f i cu l t i e s of a serious nature at 
a l l stages of the enquiry. 
(v) 
First ly / the management were not/ generally speaking/ 
correct in their dealings in some areas. Personnel 
off icers and labour of f icers were absent or very busy 
otherwise despi te of prior appointments. Secondly/ in 
certain cases/ adequate information was not available. 
Hence/ the author has to res tr i c t him to a more recent 
period. Thirdly/ most of the workers and union leaders/ 
being i l l i t e r a t e and a low leve l of consciousness or orga-
nization were a lso not in a pos i t i (» to help in any e f f e c -
t ive manner and to supply the relevant information.Lastly/ 
some l imitations appears to be inherent In the scope and 
subject of labour re lat ions . I t would be perhaps worth-
while to mention these l imitat ions . This could but hardly 
leave a deep inpress up on the findings and suggestions of 
the study. Even as i t ia, the study brings within i t s 
fold almost a l l v i t a l issues relating to the problems of 
labour relations in the t ex t i l e mil ls of Uttar Pradesh. 
But i t should be made clear at the very outset that as 
these are case studies results and findings presented in 
i t may not s t r i c t l y apply to the mills of Uttar Pradesh 
as a whole • 
( v i ) 
Plan of the Study 
The present study has been divided in to e ight 
chapters . The f i r s t chapter includes a conceptual frame-
work of l a t o u r r e l a t i o n s . The second chapter makes a 
survey of a v a i l a b l e l i t e r a t u r e on the subjec t . The third 
chapter dea l s with the problems of labour r e l a t i o n s in 
U.P. The fourth chapter i s devoted to explain the growth, 
development and performance of t e x t i l e m i l l s of Uttar 
Pradesh. In chapter f i f t h , an e f f o r t has been made to 
examine c r i t i c a l l y the problems of labour r e l a t i o n s in 
Elgin Mi l l s Co. Ltd, Various aspects re lated to labour 
r e l a t i o n s in Modi Spinning & Weaving Mi l l s company/ Ltd. 
have been d iscussed in chapter s i x t h . In chapter seventh , 
workers a t t i t u d e towards management and various aspects 
of labour r e l a t i o n s have been analysed. The e ighth and 
the l a s t chapter presents a swunnary of conclusions and 
f indings of t h i s study. Some suggest ions to improve the 
problems of labour re la t ions have been given in th i s 
chapter . 
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C H A P T E R - I 
PROBLEMS OF LABOUR RELATIONS - A CONCEPTUAL 
PRAt4E WORK 
The pres€Uit chapter e n t i t l e d 'Problems of Labour 
r e l a t i o n s - A conceptual Frame work* d i scusses both the 
theory and p r a c t i c e s of labour r e l a t i o n s . For the conve-
nience of the s tudy, the chapter has been s p l i t up in to two 
p a r t s . Part I d e a l s wi th the theory of labour r e l a t i o n s 
i . e . dynamics of the concept of labour r e l a t i o n s , o r i g i n , 
growth and development of the concept, conditions to make 
good labour r e l a t i o n s and importance of harnxsnious labour 
r e l a t i o n s . Part I I d i s c u s s e s in d e t a i l s the oroblems of 
labour r e l a t i o n s in Indian industry. 
P A R T - I 
THEORY OF LABOUR ISLATIONS 
Dynamics o f the Concept of 
Labour Relat ions; 
INTRODUCTION; 
Labour r e l a t i o n s which occupy a prorrdnant p lace in the 
modern Indus tr ia l s e t up have assumed dynamic inportance. With 
the rapid i n d u s t r i a l i z a t i o n in India , the problems of labour 
r e l a t i o n s have mul t ip l ied . Consequently/ s ince the beginning 
of i n d u s t r i a l e r a , e f for t s have heen made to fos ter a construc-
and 
t i v e caimate of harmonious r e l a t i onsh ip between labour/manage-
raent.ln a developing country/ l i k e Ind ia , the maintenance of 
i n d u s t r i a l peace and harmony i s of g r e a t e r s ignif icance for 
acce le ra t ing the pace of economic growth/ soc ia l secur i ty 
and p o l i t i c a l s t a b i l i t y . Purther , i t w i l l a lso r e su l t in the 
progress and p rosper i ty of the country. These aims can only 
be achieved through the recognit ion of l abour ' s role in 
framing, executing and inplementing the p o l i c i e s . In t h i s 
regard/ harmonious labour r e l a t i ons w i l l requi re labour and 
management both to discuss and solve t h e i r problems between 
themselves in a s p i r i t of mutual t r u s t and confidence as well 
as without causing f r i c t i o n s . Thus, i t w i l l f u l f i l the 
economic needs of the country in the bes t poss ib le manner. 
Meaning and Cbncept of Labour Relat ions: 
Simply speaJcing/ the term labour r e l a t ions conprises 
' l abour ' and ' r e l a t i o n s ' . Labour means/ **any work whether 
mental o r mannual/ which i s undertaken for others for a given 
payment in cash o r kind i s cal led labour in economics. 
According to Marshall/ labour may be defined as "any exert ion 
of mind or body undergone p a r t l y o r wholly with a view to 
some good other than the pleasure derived d irect ly from the 
2 
work" , and relations mean,/ "the relationship between the 
employer and his enoloyees that ex is ts at work place." 
A number of re lat ive terms l ike industrial re lat ions/ 
employer-eraoloyee relations/ union-management re lat ions , 
oersonal management/ labour management relat ions/ human rela-
tions e t c . are in usage in modem enterprises and organizations 
which may create confusion regarding the concept of labour 
re la t ions . However/ with indepth study of available l i terature 
and pergonal discussions with eminent scholars of this f i e l d , 
a c lear cut concept of labour relations could be elaborated. 
Before going into a detailed discussion on labour re lat ions , 
i t may not be considered out of place to discuss in a nutshel l / 
the concept of industrial re lat ions . 
Definition and concept of industrial Relations; 
Industrial relations i s a dynamic socio-economic 
process. I t i s a collaboration of men and women in their 
work in industry. The term'Indus tr ia l re lat ions' has been 
defined di f ferent ly by various experts and scholars of this 
f ie ld according to their needs, circumstances and degree of 
industr ia l izat ion. J .T. Dunlop, an author on Industrial 
Relations i s of the opinion tnat Indus t r i a l r e l a t ions 
comprise the behaviour/ a c t i v i t i e s and a t t i t u d e s of a l l the 
ac tors i . e . labour/ management and community, ce r ta in i . e . 
technological and budgetary contents and the content of the 
locus and d i s t r i b u t i o n of power in the l a r g e r soc ie ty / an 
ideology t t e t i s expected to bind the system together and 
a body of ru les created to govern the actors a t the work 
3 p lace and work community." H.A. degg brings out very 
c l e a r l y tha t " the f ield of i ndus t r i a l r e l a t ions includes 
the study of workers and the i r t rade unions, management, 
employers assoc ia t ions and s t a t e i n s t i t u t i o n s concerned with 
4 
the regulat ions of employment." According to Richard Hyman, 
" Indus t r i a l r e l a t i ons i s the study of processes of control 
over work r e l a t i o n s and among these involving co l l e c t i ve 
workers organizat ion and action are of p a r t i c u l a r concern." 
In the words of Richard A. Lester* " Indus t r i a l r e l a -
t ions involve attempts to a r r ive a t workable compromises and 
balances between conf l ic t ing objectives and values between 
incent ives and economic secur i ty , between d i s c ip l i ne and 
i n d u s t r i a l democracy, between author i ty and freedom, between 
bargaining and cooperat ion."" 
J . Henry Richardson i s of the view tha t , " Indus t r i a l 
r e l a t ions i s an a r t of l iv ing together for the purpose of 
production and i t app l i e s to p r i n c i p l e s derived from many 
7 
other s t u d i e s . " Accort3ing to Ordway, Teade and Met Calfe/ 
" industr ia l r e l a t i o n s i s the composite resu l t of the a t t i -
tudes and approaches of employers and employees towards each 
other wi th regard to planning, supervis ion* d irect ion and 
coordination of a c t i v i t i e s of an organization with a minimum 
of human e f f o r t s and f r i c t i o n s with an enimating s p i r i t of 
cooperation and with proper regard for the genuine well being 
8 
of a l l members of the organizat ion ." Paresh Majumdar opines 
that , "Industrial r e l a t i o n s i s an o b j e c t i v e study of human 
r e l a t i o n s without va lue Judgements and i t i s incorrect to 
b e l i e v e that i t i s concerned with changed values for the 
b e t t e r of en^loyers towards employees. The study of indus tr ia l 
r e la t ions i s concerned not only wi th a t t i t u d e of the employer 
9 but with those of employees as w e l l . " T.N. Kapoor i s of 
the oplnlcm that , "Industrial r e l a t i o n s should be understood 
in the sense of labour management r e l a t i o n s as i t percolates 
in to a wider s e t of r e l a t i o n s h i p s touching ex tens ive ly a l l 
aspects of labour such as union p o l i c i e s / personnel p o l i c i e s 
and prac t i ce s including wages, wel fare and s o c i a l s e c u r i t y , 
s e r v i c e condit ions supervis ion and communication, c o l l e c t i v e 
bargaining e t c . a t t i t u d e of p a r t i e s and governmental act ions 
of labour matters ." 
5 
According to Sncyclotsaedia Br i tanica/ "The concept 
of i ndus t r i a l r e l a t i o n s has been extended to denote the 
r e l a t ions of the s t a t e with employers/ workers and t h e i r 
organiza t ions , the subject / therefore / includes individual 
r e l a t ions and Jo in t consul ta t ion between employers and work 
people a t t h e i r work p lace / c o l l e c t i v e re la t ions between 
employers and t h e i r organizat ion and trade unions and the 
"11 pa r t played by the s t a t e in regula t ing these r e l a t i o n s . 
Taking i n t o considerat ion the various def in i t ions of 
i n d u s t r i a l r e l a t ions noted in the foregoing pages« i t can be 
said tha t i t i s the conplex of network of re la t ionships tha t 
emerges out of day to day working and associat ion of labour 
and management in p a r t i c u l a r operating within the framework 
of i ndus t r i a l e n t e r p r i s e and between the indus t r i a l organiza-
tion and the soc ie ty a t l a r g e in general which exert t he i r 
jsifluence on each o the r s ince i n d u s t r i a l re la t ions ajre the 
composite r e s u l t of a t t i t u d e and approaches of both the 
pa r t i e s ( l . e * labour and management) towards each other . 
Actually the concept of i n d u s t r i a l re la t ions has been 
in terpre ted var ious ly . At one extreme/ i t i s seen as a pa r t 
and parcel of the management which i s concerned with the 
manpower of the en terpr i se . At the other end, i t i s r e s t r i c -
ted e x c l u s i v e l y to r e l a t i o n s with organized labour. In a 
wider sense the term i s i t s e l f used synonymously with labour 
r e l a t i o n s , labour management r e l a t i o n s , employer-employee 
r e l a t i o n s , union management r e l a t i o n s , human re la t ions e t c . 
Even the term personnel management i s used inter-changeably 
in the a v a i l a b l e l i t e r a t u r e . Thus, there i s no unanimity on 
the concept of indus tr ia l r e l a t i o n s . The I n s t i t u t e of 
Personnel Management in India and U.K. are a l so not seen to 
d i s t i n g u i s h between the two terms. The journal of National 
I n s t i t u t e of Personnel Management i s i t s e l f t i t l e d , ' Industr ia l 
R e l a t i o n s ' . Journals of i n d u s t r i a l r e l a t i o n s cover in t h e i r 
ambit a l l aspects of human resources u t i l i z a t i o n and the 
12 
employment r e l a t i o n s h i p . Breach c l e a r l y po int s t h i s out 
when he s a y s , "Personnel Management mainly dea ls with execu-
t i v e p o l i c i e s and a c t i v i t i e s regarding the personnel aspect 
o f the enterpr i se ; while indus tr ia l r e l a t i o n s i s mainly 
*' 13 
concerned with employee-employer r e l a t i o n s h i p . 
Dale Yoder r i g h t l y observed that Personnel Management 
i s that phase of management which deals with the e f f e c t i v e 
control and use of manpower as d is t inguished from other 
source of power. "Industrial r e la t ions are the re la t ions 
tha t ex i s t in and gxx>w out of employment. I t refers to a 
wide f ie ld of r e l a t ionsh ip among people/ human re la t ionsh ip 
tha t ex i s t because of necessary col labora t icn of men and 
14 
women in the process of modem indus t ry . 
The term labour r e l a t ions i s a lso used inter-change-
ably with i n d u s t r i a l r e l a t i o n s . Many authors have used the 
term ' labour r e l a t i o n s ' in preference to ' i ndus t r i a l r e l a t i o n s . ' 
According to a Canadian wr i t e r / the term labour 
r e l a t i ons has come to mean tti&t p a r t of general labour f ield 
which includes the procedure of c o l l e c t i v e oargaining/ the 
terms and conditions contained in c o l l e c t i v e agreements, the 
servicing of grievance and the conc i l i a t ion of d i spu tes / -
between the employers and the employees, i f a t a l l oossible 
without cessation of work. 
Changing Ooncept of Indus t r i a l Relat ions: 
During the l a s t two decades or so , attempts are made 
to d i s t ingu ish between the concept of personnel management 
labour r e l a t ions and i n d u s t r i a l r e l a t i o n s . A growing r e a l i -
zation of ' soc ia l r e s p o n s i b i l i t y ' in personnel management has 
warranted the use of a much broader term. and, therefore . 
Dale Yoder uses the term 'industrial relation in a broad 
sense so as to cover all inclusive functions of personnel 
or manpower management and mentions its two sub-divisions; 
(1) Personnel Management referring to the relationship 
between the employers and employees, and (2) Labour Rela-
tions referring to the relationships between the employers 
17 
and employees' organized unions. 
In other words personnel management refers to man-
power management as individual and is concerned with such 
problems as procuring employees/ training them, inducting 
them into jobs, paying careful heed to their relations with 
18 
one another and with the management. Tvhile labour 
relations to relationship involved in collective bargaining 
and is concerned with the problems of fixing the price of 
labour services. Industrial Jurisprudence and their organl-
19 
zations. The latter also includes legal acts and regula-
20 tlons and has two aspects namely market relationship 
which is economic in character and managerial relationship 
21 
which is political in character. 
Thus the relationship between organized labour and 
employer is known as labour relations or collective 
l a 
relat ions . The labour relations i s the second phase of 
industrial re lat ions/ f i r s t being personnel management which 
are essent ia l ly on the personal l e v e l / labour relations on 
the contrary are an»ng the organized groups. Labour relations 
includes relations between employer and their organization 
and the trade union. 
The present study deals with en^loyees as a group or 
as groups, i . e . c o l l e c t i v i t y . The term labour relations i s 
taken to apply to the co l lec t ive relationship between the 
partner at the enterprise level v i z . , the acredited repre-
sentatives of organized labour and management. Labour 
relations are deemed as group relat ions/ dealing with the 
work force co l l ec t ive ly . I t deals with the s c i en t i f i c 
investigations of the social and psychological inter-re la-
tions / establishing a direct relationship between the 
employer and employee. Labour relations i s primarily 
concerned with the union management relat ions/ techniques 
of negotiation/ co l l ec t ive bargaining/ evaluation of labour 
contracts, d isc ipl ine / joint consultation/ arbitration, 
conci l iat ion, adjudication and other a l l i ed legal matters, 
s tr ikes and lockouts, labour cos t s , employment and non-
employment and other terms and conditions of service such 
n 
a i waqes, a l lowance/ bonus/ b e n e f i t p l a n s , c losure r e t r e n c h -
ment, working hours , f e s t i v a l ho l idays and leave and s e c u r i t y 
22 
of s e r v i c e . Thus, t h e r e a r e a number of aspec t s of t h e 
concept of l a b o u r r e l a t i o n s i n I n d i a b u t un ion izac ion , c o l l e c -
t i v e ba rga in ing and i n d u s t r i a l d i s p u t e s a r e the major d e t e r -
minants of l a b o u r r e l a t i o n s . " I t should no t be fo rgo t ten 
t h a t l a b o u r r e l a t i o n s a r e b o t h a cause and an e f f e c t of 
development and t h a t any major change in t h e d i r e c t i o n and 
i n t e r a c t i o n of government t j o l i cy , t he economy and i n d u s t r i a l 
p roduc t ion i s bound to have s i g n i f i c a n t r epe rcuss ions on 
l a b o u r r e l a t i o n s . Coherent develotsment p lanning must t h e r e -
f o r e i nc lude p r o v i s i o n for a p p r o p r i a t e adjustment in l abou r 
r e l a t i o n s . These adjus tments w i l l in t u r n , provide a power-
23 fu l s t imulus to development. 
O r i g i n , Growth and Development 
of the Problems of Labour R e l a t i o n s ; 
Labour r e l a t i o n s p l a y a v i t a l r o l e in main ta in ing 
and e s t a b l i s h i n g i n d u s t r i a l democracy in the modem i n d u s -
t r i a l s e t up . They have passed through d i s t i n c t s o c i a l , 
economic and p o l i t i c a l s i t u a t i o n s , p r e v a i l i n g in d i f f e r e n t 
c o u n t r i e s . The problems of l a b o u r r e l a t i o n s did not a r i s e 
when the forms of bus ines s o r g a n i z a t i o n were of small type* 
12 
because there was no t echn ica l i ty in production. There 
were no l a rge sca le indus t r ies and people made cc^rroodities 
according to t h e i r needs. The development of rnodem indus-
t r i e s has e n t i r e l y changed the complexion of production by 
which the problem of modem i n d u s t r i a l soc ie ty and re l a t ions 
came in to exis tence , Thus/ the problems of labour r e l a t ions 
a r e by and l a rge the r e s u l t of l a r g e sca le i n d u s t r i e s . To 
have a proper knowledge of the problems of labour re la t ions 
concept, i t i s e s sen t i a l to have a broader idea of t h e i r 
o r i g in / growth and development in Ind ia . 
Labour r e l a t ions are as old as industry and being 
inherent in industry as a fea ture of i n d u s t r i a l l i f e . "In 
the pr imi t ive and agrarian s o c i e t i e s , the master and slave 
r e l a t ionsh ip was simpler. In the medieval era the master 
craftsman iirparted t ra in ing to journeymen/ and exercised 
control over them. However* with the change in the industr ia-
l i z a t i o n p a t t e r n , the s t ructure* the s i z e of i ndus t r i a l 
establishments and' the problems in employer-employee r e l a -
t ions have also changed. After the i ndus t r i a l revolution 
of the 18th century, master and s l ave re la t ionsh ip has 
24 
undergone a complete transformation. Indus t r i a l c a p i t a l -
ism which entered in to India with the adv«it of the 
13 
B r i t i s h e r s , gave r i s e to a new c l a s s , i . e . indus tr ia l p r o l e -
t a r i a t . Labour r e l a t i o n s during the 19th century were 
governed by the f r e e market forces of supply and demand s i n c e 
labour was treated as a commodity which could be e a s i l y pro-
cured and replaced under the p o l i c y of l a i s s e z - f a i r e . The 
doc tr ine of supDly and demand influenced the r e l a t i o n s of 
labour and management. The emoloyer who was in a dominating 
p o s i t i o n f r e e l y exerc i sed his authority in d ic ta t ing wages 
and other condi t ions of s erv i ce s subject to the general law 
of supply and demand, which was exp lo i ta t ion of workers under 
the p o l i c y of l a i s s e z - f a i r e . This p o l i c y gave a strong j o l t 
to the r e l a t i o n s of workers and management. With the e s t a -
blishment of In ternat iona l Labour Organization (ILO) in 1919,due 
a t t e n t i o n was given to the re la t ions of workers and manage-
ment. ILO in i t s preamble declared that labour i s not a 
commodity. Due to the declarat ion of ILO, the worJcers 
rea l i zed t h e i r importance. The s p i r i t of c lass consc ious -
ness developed among wage earners and they began to p r o t e c t 
themselves aga ins t e x p l o i t a t i o n through formation of trade 
unions . Needless to say , the c o n f l i c t between labour and 
management neces s ia t ed the urgency of ameliorative measures. 
Consequently, on account of this awakening various l e g i s l a -
t ion v i z . the workman Compensation Act, 1923, the 
/Trade Union Act , 1926, and the Trade Dispute Act, 1929 
14 •t 
(based on the B r i t i s h Indus t r i a l Oourt, 1919) wera enacted 
to compel emoloyer for the amelioration of the conditions 
of labour and to improve the pa t te rn of labour r e l a t i o n s in 
I n d i a . 
Impact of Indus t r i a l i za t i on on Labour Relat ions: 
The development of labour r e l a t ions in the United 
Kingdom (U.K.) and other European countries i s closely-
linked with the pace of i n d u s t r i a l i z a t i o n . Experiences of 
these countr ies provided ass i s tance to workers, employers 
and governments of various countries where i n d u s t r i a l i z a t i o n 
began very l a t e . Ind ia ' s i n d u s t r i a l i z a t i o n i s of a recent 
o r ig in i f compared to these advanced count r ies . As a r e s u l t 
she benefi ted from the experiences of other i ndus t r i a l i z ed 
c o u n t r i e s . I ndus t r i a l i z a t i on took p lace in India p a r t i c u -
l a r l y a f t e r independence. Today, the i ndus t r i a l workers 
a re working in a new environment. They a re no more regarded 
as a commodity and have come to be regarded as human and 
t h e i r problems a re receiving human aoproach. 
Labour, today i s well organized and trade unions as 
assoc ia t ions of wage earners for the purpose of pro tec t ing 
15 
the i n t e r e s t s of the workers have developed new s o c i a l 
and cultural va lues which in f luence the human r e l a t i o n s a t 
work. Labour movement both in the economic and p o l i t i c a l 
f i e l d s Is exert ing powerful inf luence in the reconstruction 
of a s o c i a l order very d i f f e r e n t from what existed in the 
agrarian economic s o c i e t i e s from the e a r l i e s t times t i l l 
the dawn of i n d u s t r i a l r e v o l u t i o n . Today,the workmen have 
d i f f e r e n t concepts of career« work organizations and s t a t u s 
structure* Today, organizat ions are regarded as s o c i a l 
system and the understanding of human behaviour in organiza-
t ions plays a c r u c i a l ro le in determining the enployer-
enployee re la t ions« and motivating the people to work toge -
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ther in an atmosphere of peace and harntony. 
Labour r e l a t i o n s have a s i g n i f i c a n t change af ter 
independence. The new ideal i sm of democracy and planned 
economic development has given new way to the s l i g h t l y beyond 
control indu s tr ia l r e l a t i o n s . In free India, t h i s l egacy was 
given s t a t u t ory recognit ion when the l ega l provis ions for 
regulat ing i n d u s t r i a l r e l a t i o n s were embodied in the Indus-
t r i a l Disputes Act , 1947, which provided for the e s t a b l i s h -
ment of a permanent machinery f o r the sett lement of d i sputes 
such as Works Cotnmlttees, Conci l iat ion Off i cers , Industr ia l 
Tribunals, labour courts e t c . 
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The Indian Factories Act/ the Minimum wages Act and 
the Employees s t a t e Insurance Act/ regarding i n d u s t r i a l 
r e l a t i o n s / wages po l icy and soc ia l secur i ty for ameliora-
t ion and welfare of labour force and industry as a whole 
were a l l enacted in 1948. 
Conditions to make good Labour Relations 
The labour r e l a t ions i s an important fac tor of 
economic s t r u c t u r e of a country. The labour r e l a t i ons may 
be good or bad. I t l a rge ly depends upon the c u l t u r a l / histo-
r i c a l and socio-economical bac)«|round of the country. If 
there a re bad r e l a t i ons between the labour and management* 
the i e f for t s should be made to foster a construct ive cl imate 
of good r e l a t i onsh ip between these two p a r t i e s . Labour 
r e l a t i o n s depend upon the s i tua t ions crevai l ing in d i f f e r en t 
coun t r i e s . The solut ion of the problem prepared by one 
country can not be the solut ion of the problem of o ther 
country. Every country should make effor ts to find out the 
solut ion of the problems of labour r e l a t i o n s . But the re are 
some common determinants which can be found in a l l coun t r i e s . 
The following fundamental pr inc ip les should be followed to 
c r e a t e good r e l a t i onsh ip between labour and management. 
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There should be the s o l u t i o n of problems of labour 
r e l a t i o n s with mutual t rus t and confidence without any 
interference with r e s p o n s i b i l i t i e s on e i ther s i d e . For t h i s , 
the idea l of Industry by g iv ing up s e l f i s h n e s s from both the 
p a r t i e s should be thoroughly adopted. The idea of progre-
s s i v e management sihould be encouraged for the cooperation 
and workers' p a r t i c i p a t i o n i n management. Thus "pos i t ive 
s teps should be taken to promote construct ive cooperation 
between management and workers in a l l p o s s i b l e ways.** 
O s l l e c t i v e bargaining a t various l e v e l s should be promoted 
for the establishment of good labour r e l a t i o n s . "Management 
must consul t the workers in a l l matters and should g i v e them 
necessary information on a l l matters in the a f f a i r s of the 
undertaking and a l s o afford them f a c i l i t i e s for training and 
27 g i v e them a share in the gains from higher nroduct iv i ty ." 
But a t the same time the contr ibut ion of Government machinery 
can not be denied to so lve the problems of labour r e l a t i o n s . 
There should be determinat io i of f a i r labour standard 
by the Sta te and the management for the sett lement of indus-
t r i a l d i s p u t e s . I f any problem could not be solved through 
c o l l e c t i v e e f f o r t s , then t r i p a r t i l e or tribunals should be 
e s tab l i shed . Observance and implementation of b i p a r t i t e 
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and t r i - p a r t i t e agreements should be encouraged in r e a l 
s p i r i t and forms. I t w i l l r e s u l t i n easy s o l u t i o n of t h e 
i n d u s t r i a l c o n f l i c t s and t e n s i o n s . 
There should be free« s t a b l e / r e spons ib l e a i^d 
recognized t r a d e unions and peacefu l labour r e l a t i o n s 
should be developed through s t rong l abour movement. 
The p r o v i s i o n of p r o p e r educat ion to workers i s of 
utmost importance* The worker should possess complete 
knowledge of the work/ t echn ique / and equipment of p r o d u c -
t i o n . Without such knowledge, he w i l l hardly be in a 
p o s i t i o n to t ake an a c t i v e p a r t in the j o i n t d i s c u s s i o n 
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around t h e t a b l e . 
P a i r wages and s a t i s f a c t o r y worlcing cond i t ions 
should be made a v a i l a b l e to c r e a t e r e a l i n t e r e s t among t h e 
workers in the working of t h e e n t e r p r i s e . 
L a s t l y , t h e management should r e a l i z e the need and 
importance of human r e l a t i o n s on the e n t e r p r i s e l e v e l and 
t h e r e should n o t be any d i s c r i m i n a t i o n on the bas i s of 
c a s t e s , r e l i g i o n , n a t i o n a l i t y o r language among the worlcing 
c l a s s . T h e r e f o r e , maintenance of good human r e l a t i o n s 
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should be the main theme of labour r e l a t i o n s . I t may be 
helpful in the establishment of good labour r e l a t i o n s . 
Sound labour r e l a t i o n s therefore / are sine-quo-non 
for increas ing production and improving product iv i ty as 
without in d us tr ia l harmony, economic progress i s severe ly 
retarded. But the problem i s that labour tas quite a 
d i f f e r e n t angle from that o f management. Extensive use of 
machines has led to unemployment, exp lo i ta t ion of worlcers, 
raised the problems of energy, s o c i a l des truct ion/ po l lu t ion 
and bread s tra ined r e l a t i o n s between labour and management. 
However, harmonious labour r e l a t i o n s are the prerequi s i t e 
for indus tr ia l progress / and a b a s i s for the develooment of 
indus tr ia l democracy. I t a l s o paved the way to economic 
growth and s o c i a l change. Industr ia l harmony i s undoubtedly 
an e s s e n t i a l precondit ion, to maintaining grievances and 
complaints/ maintaining i n d u s t r i a l d i s c i p l i n e / ensuring 
indus tr ia l peace and t r a n q u i l i t y ; increas ing indus tr ia l 
e f f i c i e n c y and developing a committed and contended labour 
29 force . Industr ia l harmony i s i n e x t r i c a b l y linked with 
the economic progress of the country. Industr ia l harmony 
brings about greater cooperation betwe«i worters and 
management which u l t imate ly r e s u l t s in bet ter production 
that leads to the economic progress and prosper i ty of the 
country. 
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Further/ a quest for i n d u s t r i a l harmony i s indispen-
sable when a country plans for economic progress . Economic 
progress i s bound up with i n d u s t r i a l harmony which inev i t ab ly 
leads to move cooperation between employer and employees/ 
which r e su l t s in more p roduc t iv i ty and therdoy contr ibutes 
31 in all-round p ro spe r i t y of the country. Human problcjms 
are increasing day-by-day in modern indus t r i a l soc ie ty . The 
labour r e l a t ions have assumed g rea te r s ignif icance/ because 
harmonious r e l a t i o n s h i p Increases the product ivi ty of working 
c lass which w i l l u l t ima te ly increase production. P ro f i t w i l l 
be more with the increase in production. More p ro f i t wi l l 
provide more wages, bonus and various o ther amenities to 
labour. Ultimate r e s u l t of these increases would be that 
nat ional income wi l l a l so inc rease . Thus, "the economic 
growth and soc ia l change to a la rge extent depends on good 
labour management r e l a t i o n s . The worker i s not a thing to 
be bought and sold but a se l f respecting l iv ing ra t iona l 
human being, ffe i s not merely a man of production but i s 
e s s e n t i a l l y a human being with a personal i ty having sense 
of r e spons ib i l i t y towards his family/ the industry and 
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na t ion . " The economic and soc ia l environment in which 
the worker has to vork a re of grea t s ignif icance to him. 
Thus/ the factory conditions in respect of san i ta t ion v i z . 
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v e n t i l a t i o n / fencing/ l i gh t ing / a i r e t c . are of grea t consi-
dera t ion for the worker to s e l e c t a p a r t i c u l a r indust ry . But 
the behaviour of the employer and whether the worker has a 
voice/ in the establishment he works/ i s of fundamental 
importance in the present day l i f e . All persons have equal 
r i gh t s as c i t i zen and na tu ra l l y the worker as a c i t i zen wants 
t h a t he should be heard in the a f f a i r s of the factory in 
which he i s employed. He should have a say in formulating 
the ru les and regulat ions under which he works. 
Whole hearted cooperation between the labour and 
management i s the key to n a t i o n ' s p rogress . To ensure th i s 
employer and employee must r e a l i z e t h e i r respect ive obl iga-
t ions to each o ther . The employee must work with the zeal 
tha t can come only from a feel ing of oneness with the employee 
and the employer must, in his turn/ r e a l i z e that the gains 
of i n d i ^ t r y a re not for his pocket alone and tha t they should 
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be equi table and even generously shared with his workers. 
Svery worker should feel that he i s a co-owner of the indus-
t r y in which he i s engaged and every owner should feel and 
a c t as i f he were a co-worker, working s ide by s ide with 
his employees. No worthwhile endeavour i s possible unless 
there i s a complete uni ty of thought, and ac t ion . A mighty 
cooperat ive e f for t alone can produce grea t r e s u l t s and tha t 
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effor t can be sustained only by confidence/ f a i th and 
jus t i ce* 
Thus, good labour irelationa wi l l f u l f i l the economic 
needs of the country in the bes t poss ib le manner on the 
other hand^ bad labour r e l a t i o n s would cause s t r i ke s and 
lockouts/ unenployment and wi l l bring the national income 
down. Therefore, good r e l a t ionsh ip between both the p a r t i e s 
should be maintained as i t i s the c a l l of the day. 
In the next p a r t of th i s chapter , i t wi l l be our 
endeavour to discuss and analyse the problems of i ndus t r i a l 
r e l a t ions as they obtain in the Indian Indus t r i a l s e t t i n g . 
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P A R T - I I 
PRACnCS OF LABOUR RELATIONS 
Problema of Labour Relations in India; 
The problema of labour r e l a t i o n s In India have been 
e x i s t i n g from pr imi t ive s tage to modern indus tr ia l system. 
But I t assumed Importance only in the 20th century wi th 
the establ ishment of large s c a l e i n d u s t r i e s . I t has both 
p o s i t i v e and negat ive dimensions: the creat ion and mainte-
nance of i n d u s t r i a l peace and harmony i s a p o s i t i v e s t e p / 
whi le the prevention and set t lement of i n d u s t r i a l d i sputes 
l a a negat ive one. But the problems of labour r e l a t i o n s 
a r i s e only when the re la t ions between the labour and manage-
ment are s t r a i n e d . Thus labour re la t ions centres around the 
two p a r t i e s in industry/ when the c o n f l i c t s arise# both the 
p a r t i e s exert pressure on each other by using the ir weapons, 
i . e laisour uses s t r i k e s , gheraos e t c . and management uses 
l ockout , d i s c i p l i n a r y act ion a t e . as t h e i r instruments. 
Labour r e l a t i o n s of a country are determined through 
the degree o f unionzatlCTi, the pattern of c o l l e c t i v e 
bargaining and trends in indus tr ia l d i s p u t e s . As d iscussed 
in the foregoing pages these are the three major determinants 
of the labour re la t ions in India. These elentents, which are 
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ind ica t ive not only of the soc ia l s i t u a t i o n exist ing a t a 
giVQi time but a lso of the problems tha t need to be solved, 
must be taken in to account in any programme of nat ional 
development. The following is the b r ie f descr ipt ion of 
these basic features of labour r e l a t i o n s s t ruc tu re in Ind ia . 
Unionization; 
Trade Unions are e f fec t ive instrument for improving 
the economic conditions of t h e i r memJ^ers by co l l ec t ive 
agreemeit. I nd i a ' s trade union movement arose immediately 
out of in tense i ndus t r i a l unres t following the termination 
of World war I . In 1918, for the f i r s t time, a trade union 
Joiown as 'Madras Tex t i l e Labour Union' was formed under the 
pres identship of Mr. B.P. Wadia. The ILO 1919, gave 
s t reng th to t rade union movement in the country and trade 
unions organized the National Trade Union Federations as 
All India Trade Union Congress (AITUC) in 1920 by communist, 
pa r ty , the All India Railwaymen's Federation (AlRF) in 1922, 
Indian National Trade Union Cbngress (INTUC) in 1947 by 
Indian National Congress, the Hind Mazdoor Sangh (HMS) 
by Praja S o c i a l i s t par ty of India in 1948 and United Trade 
Union Congress (UTUC) in 1948 by Communist pa r ty . The 
general object ive of a l l these unions i s to promote economic 
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p o l i t i c a l , s o c i a l and c u l t u r a l i n t e r e s t s of workers of 
r e s p e c t i v e branches of i n d u s t r i a l u n i t s . 
In t h e i n d u s t r i a l l y advanced c o u n t r i e s of t h e wor ld , 
t r a d e unions have played a very impor tan t r o l e in the 
s o c i a l , p o l i t i c a l / c i v i c and economic l i f e of the p e o p l e . 
For example, p a r t i c i p a t i c x i of unions i n France b e s i d e s 
j o i n t c o n s u l t a t i o n a t p l a n t / i n d u s t r y l e v e l / ex tends to 
work on bod ies l i k e 'Economic and Soc ia l C o u n c i l s . ' They 
work on bod ie s l i k e t h e Planning Oomnission in Sweden, 
Economic Oouncil in Denmark e t c . Both in France and in 
Ne ther lands Unions accord ing to law a r e consul ted in any 
35 d r a f t l e g i s l a t i o n d e a l i n g w i th economic and s o c i a l i s s u e s . 
This i s one of t h e impor tan t f a c t o r s t h a t workers i n t h e s e 
c o u n t r i e s tend to be organized on I n d u s t r y l i n e s and c o l l e c -
t i v e b a r g a i n i n g t akes p l a c e p r i m a r i l y a t t h i s l e v e l . 
Trade unions a r e unorganized in I n d i a . They must 
be organized and work as a c o n s t r u c t i v e force fo r s o c i a l 
change to p r o v i d e b e n e f i t to whole of t h e s o c i e t y . The 
m a i n - f a c t o r r e s p o n s i b l e to t h i s s t a t e of a f f a i r i s t h a t 
an i n d u s t r y may have as many t r a d e unions as t h e r e a r e 
p roduc t ion u n i t s . The union s t r u c t u r e i s broken i n t o a 
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number of smalls scat tered unions/ which wield very l i t t l e 
bargaining clout due to lack of c e n t r a l i z a t i o n . Consequent-
l y , a l o t of d i f f i c u l t i e s a r e faced whenever an ef for t i s 
made to e s t ab l i sh a s ing le / coherent t rade union progranroe 
in indus t ry . Thus / bes ides , m u l t i p l i c i t y of unions, i n t e r -
union and intra-union r i v a l r y , ou t s ide leadersh ip , low 
membership, lack of f inances, lack of education e t c . have 
adversely affected the t rade unions and t h e i r bargaining 
power. Despite a l l these odds, the number of trade unions 
in India i s increasing year a f t e r year . As few figures 
w i l l suf f ice to i l l u s t r a t e the extent of unionization in 
36 Ind ia . Between 1927-28 and 1955-56, 7,846 trade unions 
were regis tered in India with a membership of 2 2»55 lacks 
persons . During the period 1957 to 1967, the number of 
unions had almost doubled. I t increased to 15,024 trade 
unions and number of members 45.03 l akhs . The number of 
unions rose to 28,924 with the membership of 54.47 lakhs 
persons in 1977. I t further s t a r t ed r i s i n g and stood a t 
37,539 in 1981 while the membership decreased to 53.97 
lakhs in the same year. In 1987, the number of regis tered 
t rade unions increased to 47,014 with the 63.29 lakh 
members. Thus, i t can be said tha t growth of trade unions 
in India i s qu i t e good since 1961. Since more and more 
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unions are being registered year after year and with an 
increase in the number of unions the membership of the 
unions i s a lso increasing shacply. 
Today/ trade unions have attained the status of 
a social ins t i tu t ion in expanding industrial soc iety . They 
have succeeded in establishing their legitimacy and their 
i n i t i a t i v e efforts in organizing and guiding the unorganized 
industrial workers. Trade Unions in our modern soc ie ty 
serve as a means of achieving working class goals and desires, 
But at the same time mult ip l ic i ty of trade unions with d i f f e -
rent p o l i t i c a l a f f i l i a t i o n s and existence of inter union 
and intra-union rivalry are the important factors responsi-
b le for re tard^ growth and development of trade unionism 
in India. 
The Pattern of Oollective Bargaining; 
Oollective bargaining i s negotiation between a 
group of enployezTS and a group of work people to reach 
agreement on working conditions. If negotiations are bet-
ween an employer and a group of his own work people the 
dependence of the work people on the employer for their 
jobs weakens their bargaining power and, therefore/ c o l l e c -
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t i v e b a r g a i n i n g i s more u s u a l l y understood to be n e g o t i a t i o n , 
between one o r more t r a d e unions and an employer o r group of 
a s s o c i a t i o n o r employers . Trade union o r g a n i z a t i o n g ive t h e 
work peop le g r e a t e r s t r e n g t h to p rov id ing means for t h e 
e x p e r t p r e s e n t a t i o n of demands by s k i l l e d o f f i c i a l s n o t 
dependent on t h e employers for t h e i r j o b s . Fur ther^ a 
union has funds and means of ob t a in ing in format ion o u t s i d e 
any one under tak ing and can secure for the work peop le a t 
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any one firm t h e suppor t of t h e i r fo l lowers in o t h e r f i r m s . 
In the p rocess of c o l l e c t i v e b a r g a i n i n g , the l abour 
and management reach to a s o l u t i o n by a c o l l e c t i v e agreement . 
Labour t r i e s to improve t h e i r cond i t i ons through t h i s system. 
O o l l e c t i v e ba rga in ing i s considered one of the most impor tan t 
methods to i n t e g r a t e the i n t e r e s t s of t r a d e unions w i t h the 
i n t e r e s t of manageinent. I t could be most a ^ r o p r i a t e method 
for s e t t l i n g i s s u e s and d i s p u t e s between l a b o u r and manage-
ment and an e f f e c t i v e in s t rumen t in ma in ta in ing c o r d i a l 
l a b o u r r e l a t i o n s i f i t f u l f i l l s c e r t a i n b a s i c p r e r e q u i s i t e s . 
F i r s t l y , the b a s i c p r e - r e q u i s i t e f o r the development 
and s u c c e s s f u l working of c o l l e c t i v e ba rga in ing i s t h e e x i s -
tence of s t r o n g , independent , democrat ic and wel l o rgan ized 
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trade unions which should function on s t r i c t l y constitu-
tional l i nes . The unorganized labour i s the hinderance 
in i t s success. Secondly, inter-union rivalry on the basis 
of caste and religion i s also a characterist ic of Indian 
trade unions responsible for the failure of collective 
bargaining. Thirdly, for the collect ive bargaining to be 
effective and successful, i t i s necessary to ensure that 
the labour and employers must teve freedom to establish 
unions or associat ions. The denial to use such freedom 
will resul t into fai lure of collective bargaining. Fourthly, 
recognition of trade unions is the backbone of the process 
of collective bargaining to function successfully. Fifthly, 
process of col lect ive bargaining does not admit r ig id i ty a t 
any stage and required flexible a t t i tude of both the unions 
and management. In the cause of negotiations both the par-
t ies must have the s p i r i t of 'give and take' to s e t t l e 
industrial disputes. Another effective technique of success-
ful bargaining i s that there should not be certainty regar-
ding the fields in which both the parties are legally bound 
to bargaining col lect ively. Further, one important pre-
requisi te for successful bargaining is the cooperaticai of 
the s t a t e . The s t a t e can make collective bargaining an 
a r t i c l e of industr ia l policy through legal enactments. 
Lastly, for effective and constructive use of collective 
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bargaining/ unfa i r labour p rac t i ces should be avoided and 
aboadoned by both the management and the union. Therefore/ 
these conditions must e s s e n t i a l l y ex i s t in the industry i f 
the process of c o l l e c t i v e bargaining I s to become more 
ef fec t ive and meaningful. 
The process of co l l e c t i ve bargaining had made p ro -
gress in India during the l a s t four decades. I t i s only 
a f te r independence of the country in 1947 that co l l ec t ive 
bargaining had i t s r ea l beginning in India , Government has 
given fu l l support under the labour pol icy enunciated in 
the successive five year p lana. An attempt has also been 
made in the code of Disc ip l ine (1958) to designate bargaining 
agents on the bas is of majori ty. The Code however serves 
as a guide l i n e . Various l e g i s l a t i o n s have been enacted 
to promote the well-being of the work-force. But there 
i s no provision/ e i t h e r in Trade Union Act/ 19:>6 or in the 
Indus t r i a l Dlsnutes Act 1947 regarding the recognition of 
a sole bargaining agent and even more imrxsrtant, there i s 
no provision unequivocally es tab l i sh ing that co l l ec t ive 
agreements are l e g a l l y binding. Any seven workmen can 
form a trade union. "A workmen may be a member of a number 
of t rade unions and as such the presence of multiple 
unions and the in ter -union r i v a l r i e s very often complicate 
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the problaa of acceptance. In India/ the union l eader -
ship i s mainly p o l i t i c a l * and as such* the union leaders 
a re l i k e l y to be concerned with the p o l i t i c a l ideologies 
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of the p a r t i e s to which t h e i r unions are a f f i l i a t e d . " 
Fur ther , in India the f a i lu re of co l l ec t ive bargain-
ing in recent years leading to s t r i k e s and lockouts has 
been i l l u s t r a t e d by the frequent fa i lu re of j o i n t nego t ia -
t i ons , which a re ar res ted by prompt a v a i l a o i l i t y of 
machinery of conc i l i a t i on , adjudication and a r b i t r a t i o n . 
I n s p i t e of a l l these handicaps, the co l l ec t ive 
bargaining has come to s tay as a good media for the s e t t l e -
ment of conf l i c t s and issues between labour and management. 
Industry-wise , co l l ec t i ve bargaining i s oreval l ing in the 
t e x t i l e indus t ry of Bombay and Ahmedabad, in the j u t e , 
p lan ta t ion and coal industry of Kamataka, Vest Bengal and 
Tamil Nadu. Apart from these , in most other Indus t r ies -
petroleum, chemicals, o i l - r e f i n i n g , automobile r epa i r ing , 
d i s t r i b u t i o n of alumlnuim and e l e c t r i c a l equipment, the 
arrangements for the set t lement of i ndus t r i a l d isputes 
through c o l l e c t i v e agreements have become common in recent 
years . In the Life Insurance Oorporation and banking 
indus t ry , the employes and trade unions have come c losure 
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to reach co l l ec t ive agreements for the set t lement of 
d i spu tes , 
Thus/ co l l ec t ive bargaining has been a great succour 
to the soc ie ty a t la rge by bringing peaceful re la t ionship 
between cap i t a l and labour. For the successful and effec-
t i ve co l l ec t ive bargaining, the labour and management must 
jo in hands together in a s p i r i t of mutual t r u s t and coopera-
tion to resolve the conf l i c t s through co l l ec t ive agreements, 
s t a tu to ry s teps in th i s regards should guarantee the condi-
tions in which the c o l l e c t i v e bargaining s t r i ve s to develop. 
Government must make amendment in the present laws o r enact 
new ones and make i t compulsory for the managem^t and the 
unions to bargain with one another . Further, the use of 
governmental machinery i . e . c o n c i l i a t i o n , a rb i t r a t i on and 
adjudication must be done only under unavoidable circum-
s tances . The weapons of s t r i k e s and lockouts must be 
regarded as s t r a t e g i c a l t a c t i c s , i f co l l ec t ive bargaining 
i s to be a c c ^ t e d as an e f fec t ive and successful method 
in labour r e l a t i o n s . 
Indus t r i a l Disputes 
Worker i s considered an important ptxxauccive agent 
in indus t ry , the management never thought of the welfare 
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of workers . Now workers have no i n t e r e s t in coopera t ing 
wi th t h e problems of management. A s i t u a t i o n of t e n s i o n 
and d i sagreement between workers and management has become 
a common f e a t u r e of l a b o u r r e l a t i o n s . This s i t u a t i o n of 
t ens ion and d isagreement between worker and management i s 
c a l l e d ' I n d u s t r i a l U n r e s t ' o r ' I n d u s t r i a l Dispu te ' which 
has assumed enormous s i g n i f i c a n c e in t h e i n d u s t r i a l world 
today . 
I n d u s t r i a l D i spu t e has been defined under Sec t ion 
2- (k) of I n d u s t r i a l D i spu t e Act, 1947 as " I n d u s t r i a l 
Dlsnute means any disDUte o r d i f f e r e n c e between t h e 
employer and employee o r between emoioyer or workmen and 
workmen which i s connected wi th the employment o r non-
employment o r the terms of emoloyment and with the c o n d i -
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t i o n s of l a b o u r , of any p e r s o n . " 
I n d u s t r i a l d i s p u t e s in Ind ia were r a r e be fo re f i r s t 
world war/ because l a b o u r c l a s s was ignoran t of t h e i r 
r i g h t s , and su f fe red from c l a s s consciousness as they 
40 lacked o r g a n i z a t i o n s among them. I n d u s t r i a l d i s p u t e s 
inc reased s i n c e t h e e s t a b l i s h m e n t of I n t e r n a t i o n a l Labour 
Organiza t ion (ILO) in 1919, because workers were aware of 
t h e i r r i g h t s . Indeed , the i n d u s t r i a l d i s p u t e s pose a 
3^ 
serious threat to industrial peace and ii^ nrony. Table 
(1.0) below gives the detailed picture of industrial 
disputes« workers involved and mandays lost since 1961. 
TABLE - 1.0 
Showing t h e t r e n d s of Mandays Lost and '•'torkers 
Involved due to I n d u s t r i a l Disputes in Ind ia 
du r ing 1961 - 1991 
Year fi Dispu tes 0 
0 5 
Workers Involved 0 Mandays Lost 
(/OOO) } ( ,000) 
1961 
1963 
1965 
1967 
1969 
1971 
1973 
1975 
1977 
1979 
1981 
1983 
1984 ' 
1985 
1986 
1987 
1988 
1989 
1990 
1991 
SOURCE: 
1357 
1471 
1835 
2815 
2627 
2752 
3370 
1943 
3117 
3048 
2589 
2488 
2094 
1755 
1892 
1799 
1745 
1793 
1825 
1428 
Various 
512 
562 
991 
1491 
1826 
1615 
2358 
1143 
2194 
2874 
1588 
1461 
1949 
1079 
1645 
1770 
1191 
1351 
1307 
991 
4919 
3261 
6470 
17148 
19048 
16545 
20626 
21901 
25320 
43854 
365S4 
46858 
56025 
29 239 
3 2748 
35358 
33947 
30436 
24086 
15729 
S t a t i s t i c s , Minis 
I n d i a , New D e l h i , 
the Pocket Book of Labour 
t r y of Labour, Government of 
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Data set out in the above table show tne number 
of industrial disputes in India during the period 1961-
1991, In 1961, there occurred 1357 disputes in industry; 
the number rose to 3370 in 1973# registered a decline in 
1975; thereafter it started increasing and stood at 3117 
in 1977. It tapered off, started declining and come 
down to 1428 in 1991. The table also reveals an increase 
in the workers involvement in industrial disputes numbered 
over 512 thousands in 1961 to 2358 thousand in 1973, regis-
tering a decline in 1975, it increased to 2874 thousands 
in 1979; thereafter it started declining till 1983. It 
also reflects a further decrease in the involvement of 
workers in 1991, i.e. 991 thousands. Inferences to be 
drawn from the analysis of number of mandays lost shows 
that there has been a loss of 4919 thousands mandays due 
to industrial disputes in 1961. However, the number 
declined thereafter and stood at 3 261 thousands in 1962, 
and rose tremendously to 43854 thousands in 1979 and 56025 
thousands in 1984. There prevailed industrial peace after 
1983 as evident from as low number of mandays lost, and 
workers involvement in industrial disputes. In 1991, 
merely 15729 thousands mandays lost have been placed on 
records which are less than what they were in the previous 
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year. The addi t iona l infonrat ion avai lable from Indian Labour 
Journal reveals tha t a t o t a l of 131 indus t r i a l disputes r e s u l -
t ing in work stoppages were reported during January to Febru-
ary 199 2. In these d isputes 58 thousands workers were 
involved and 409 thousands mandays were l o s t . During the 
corresponding year of 1991 ( i . e . January to February 1991) 
there were 418 i n d u s t r i a l d isoutes in which 266 thousands 
workers were involved and 2869 thousands mandays were l o s t . 
Thus/ from the above ana lys is i t i s observed tha t the 
tjresent labour r e l a t i ons s i t u a t i o n in India aooears to be by 
and large cordia l and s a t i s f a c t o r y . Imnrovement in i n d u s t r i a l 
disputes premises healthy growth of indus t r i a l sector of the 
country. 
Causes of Indus t r i a l Disputes 
Workers a re suscept ib le to agitation- mainly due to 
economic or non-economic causes« major economic causes of 
i ndus t r i a l disputes a re re la ted to wages and allowance/ pay-
ment of bonus, retrenchment, dismissal and discharge/ leave 
and hours of work and several such other causes as conditions 
of work and employment, methods of job evaluation; changes 
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in the method of production/ non-recognition of trade unions, 
inter-union r i v a l r y , non-implementation of awards and agree-
ments, lack of job s e c u r i t y , incent ives and fringe bene f i t s , 
e t c . 
There a re many non-economic causes which lead to 
i ndus t r i a l disputes as the workers may ODTjose the scheme of 
r a t i ona l i za t i on which may lead to retrenchment of workers, 
sometimes, workers go on s t r i k e in sympathy with the i r 
fellow-workers on s t r i k e in o the r i n d u s t r i e s . One basic 
fac tor underlying disputes in recent times has been the 
indus t r i a l d i sc lDl lne , because of which the re la t ions between 
workers and management do not remain cordial as i t i s denial 
of freedom to the workers. 
Growing number of disputes occur in connection with 
the i l l - t r e a t m e n t of workers by the supervisory s ta f f and 
refusal of management to recognize workers organization. 
Las t ly , p o l i t i c i a n s encourage workers to go on s t r i k e as 
a l l the trade unions in India are dominated by them. Thus, 
a magnitude of economic and non-economic causes blended 
together r e s u l t in i n d u s t r i a l d i spu tes . Percentage of indus-
t r i a l disputes on account of causes has been shown in t ab l e 
( 2 . 1 ) . 
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TABLE - 1 .1 
Showing t h e Trends o f I n d u s t r i a l D i s p u t e s by causes 
i n p e r c e n t a g e s from 1961-1990 
v^a^ Jwages &? T,^„.,„ Jpersonnel &! Leave & 0 n«-Ko».o 
^^^^ A l i o - ^ ' ' " ^ Retrenchm«i | Hours of« "^^^^^ 
Swance 9 Q 9 work 9 
3 , 0 3 0 , 4 
4 .6 3 1 . 7 
2 .5 2 6 . 8 
1 . 0 2 4 . 6 
2 . 2 2 5 . 2 
1 .4 2 7 . 2 
1.5 2 9 . 8 
2 .3 27 .9 
2 . 2 2 8 . 4 
2 . 4 3 5 . 3 
2 . 2 3 9 . 0 
1 .9 4 3 . 0 
1 .9 4 2 . 7 
1 . 8 2 9 . 2 
1.3 4 0 . 0 
1 .2 46 .4 
1 .6 4 6 . 7 
1 .1 5 1 . 5 
0 . 6 5 4 . 4 
* - Denotes provisional figures. 
SOURCE; various issues of Pocket Book of Labour Statistics, 
Ministry of Labour, Government of India, New Delhi. 
1961 
1963 
1965 
1967 
1969 
1971 
1973 
1975 
1977 
1979 
1981 
1983 
1984 
1985 
1986 
1987 
1988 
1989 
1990* 
30.4 
27.8 
33.5 
39.9 
36.4 
34.3 
34.1 
32.0 
31.2 
31,9 
28.7 
27.7 
27.7 
22.7 
25.7 
27.6 
27.8 
23.4 
25.2 
6.9 
10.0 
9.9 
10.9 
10.0 
14.1. 
10.3 
8.0 
15.2 
8.8 
7.8 
6.0 
8.1 
17.3 
9.7 
7.7 
6.9 
4.1 
3.0 
29.3 
25.9 
27.3 
23.6 
26.6 
23.0 
24.3 
29.8 
23.0 
21.7 
21.4 
21.4 
19.6 
29.0 
23.3 
17.1 
17.0 
19.9 
16.8 
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An analysis of i ndus t r i a l disputes by causes shovjsthat 
wages and allowancs v;ere a major cause responsible for indus-
t r i a l unrest during 1961 while personnel and retrenchment 
came next . Leave and hours of work were only a minor issue^ 
the other causes were also aa important as wages and allowance. 
By 1967, the share of wages and allowance and bonus increased 
from o0.4 percent to 39.9 percent and 6.9 percent and 10.9 
percent respect ively/ while the share of personnel and r e t r e n -
chment as well as leave and hours/ and o ther causes decl ined. 
Wages and allowance and bonus causes revealed a decl ine in 
1973 from 39.9 percent to 34.1 percent and 10.9 percent to 
10.3 percent resoec t ive ly . There i s an increase in disoutes 
as personnel and retrenchment causes recorded a minor increase . 
Share of leave and hours of work and o ther causes also rose . 
In 1979, the contr ibution of wages and allowance and bonus 
and personnel and retrenchment causes showed a declining 
t rend, while leave and hours of work and o ther causes increased 
over 1977. I n t e r e s t i n g l y , s ince 1981, there has been a 
pe rcep t ib le decl ine in the share of wages and allowance, 
bonus, personnel and retrenchment and leave and hours of 
work as major causes for s t r i k e s while share of other causes 
displayed r i s ing t rends . In 1989 the same above mentioned 
economic causes showed a decl ining trend and other non-
econoirlc causes weiit up considerably. The same trend has 
pers i s ted even during 1990. 
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Duration-wise Indus t r i a l Disputes 
The duration of I ndus t r i a l d isputes gives the idea 
about the seriousness of the d i spu te . The data mentioned 
in the table on the next page ind ica tes the duration of the 
time tciken during 1981 to 1990. 
From the data/ i t can be observed that during 1981, 
77 percent of the disputes continued less than 30 days. Ptore 
o r l e s s the same trend pers i s t ed t i l l 1983. From 1984 to 
1988 the disputes were some how prolonged in nature but 
again in the year 1989 about 80 percent of the disputes 
could net continue more than one month. So, a de f in i t e idea 
can not be forraea about the durat ion-wise i ndus t r i a l disputes 
s ince there i s a typical kind of trend in i t . 
Settlement of Indus t r i a l Disputes 
Machinery for the set t lement of i n d u s t r i a l disputes' 
i . e . Conciliation Officer/ Board of Oanci l ia t ion, Court of 
enquiry/ three adjucatory levels (Labour Courts, Indus t r i a l 
Tribunals and National Indus t r i a l Tribunals) and a rb i t r a t i on 
i s the r e su l t of the adoption of the Indus t r i a l Disputes 
Act 1947. The f i r s t two can be described as 'quasi-adminis-
t r a t i v e ' and the court of Inquiry and the three adjucatlng 
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TABL2 - 1.2 
Showing t h e D u r a t i o n - w i s e C l a a a i f l c a t i o n of I n d u s t r i a l 
D i s p u t e s d u r i n g 1981 t o 1990 
In I n d i a 
( P e r c e n t a g e ) 
1981 1982 1983 1984 1985 1986 1987 1988 1989 1990 
One d a y o r 2 2 . 9 2 3 . 1 2 5 . 2 1 9 . 7 1 5 . 6 14 .3 1 6 . 0 1 9 . 1 2 5 . 5 2 7 . 6 
Less 
More than 1 21 .2 2 3 . 2 2 2 . 4 2 1 . 3 1 9 . 8 2 0 . 0 19 .5 2 1 . 1 1 9 . 8 2 4 . 1 
up to 5 d a y s 
More than 5 12 .2 1 1 . 4 1 2 . 9 1 3 . 2 14 .6 1 3 . 7 1 1 . 8 1 1 . 5 1 3 . 5 9 . 8 
UDto 10 d a y s 
More than 10 1 2 . 0 1 1 . 8 1 0 . 1 1 2 . 4 1 4 . 0 14 .3 1 4 . 4 1 2 . 1 1 2 . 9 11 .9 
u p t o 20 d a y s 
More than 20 8 .7 6 . 1 5 . 3 7 , 3 8 . 1 9 . 4 7 . 7 7 . 3 6 . 0 5 . 2 
u p t o 30 d a y s 
More than 30 2 3 . 0 2 4 . 4 2 4 . 1 2 6 . 1 2 7 . 9 2 8 . 3 3 0 . 6 2 8 . 9 2 1 . 3 2 1 . 4 
days 
TOTAL 1 0 0 . 0 1 0 0 . 0 lOO.O lOO.O 1 0 0 . 0 1 0 0 . 0 1 0 0 . 0 1 0 0 . 0 1 0 0 . 0 1 0 0 . 0 
SOURCE: V a r i o u s i s s u e s o f P o c k e t book o f Labour s t a t i s t i c s . 
M i n i s t r y o f L a b o u r / Government o f I n d i a , New D e l h i 
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l eve l s as ' q u a s i - j u d i c i a l ' whereas the a r b i t r a t i o n is a 
voluntary act ion by both the p a r t i e s . 
The Act has placed g rea te r emphasis on the conc i l i a -
t ion machinery through Conciliation of f icers appointed for 
spec i f i c areas or spec i f ic d i spu tes . The Concilaticn Offi-
cer may hold conci l ia t ion proceedings in a prescribed manner 
i f any i n d u s t r i a l dispute ex is t s o r i s apprehended. To 
bring about a set t lement of d isoute without delay, the conci-
l i a t i o n o f f i ce r i s reouired to inves t iga te i n to a l l nnatters 
a f fec t ing them and "do a l l such things as he thinks f i t for 
the purpose of inducing the pa r t i e s to come to a f a i r and 
amicable se t t lement . In case of f a i l u r e of conc i la t i cn , the 
government may refer the distsute for amicacle set t lement to 
a Board of Conciliation consist ing of a Chairman who is an 
independent person and two or four members appointed in 
equal numbers to represent the p a r t i e s to tne d ispute ; to a 
court of Inquiry for inves t iga t ion , or to a Labour Court or 
Indus t r i a l Tribunals or National I n d u s t r i a l Tribunals for ad-
jud i ca t i on . The awards of adjudication a r e binding on the 
p a r t i e s concerned. 
The Act makes i t coiroulsory tha t when an i ndus t r i a l 
d ispute ex i s t s o r i s apprehended and the ecployer and tne 
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workraea agree to r e f e r the dispute to a rb i t r a t i on by a 
wri t ten agreement, che Act bas la id down the procedure/ 
powers and du t i e s of the au tho r i t i e s involved. Moreover, 
the Government s e t up a National Arbi t rat ion Promotion Board 
in Ju ly 1967, with a t r i p a r t i t e composition. Thus, the indus-
t r i a l Relations Machinery i s encompassing every type of 
device to s e t t l e i n d u s t r i a l d i spu tes . Table (1.3) reveals 
the number of d isputes referred to cent ra l i n d u s t r i a l r e l a -
t ions machinery during 1961-89. 
Mumber o f i 
Indus t r i a l 
Year {Referred } 
5 f o r c o n c i j 
U i a t i o n 0 
i 0 
9 0 
1961 
1963 
1965 
1967 33 ,989 
1969 30 ,365 
1971 3 8 , 4 5 0 
1973 45 ,293 
1975 46 ,45 2 
1977 3 8 , 9 1 8 
1979 6 7 , 4 5 6 
1981 17 ,133 
1983 39 ,075 
1984 2 2 , 0 9 4 
1985 45 ,776 
1986 2 9 , 2 1 8 
1987 25 ,118 
1988 3 r , 5 9 5 
1989* 5 7 , 6 9 1 
TABLE 
3 i s o u t e s 
- 1.3 
Referred t o D i f f e r e n t 
R e l a t i o n s Machinery Durinq 
1961 
Reported 
to have 
^ 
0 
0 
f a i l e d a t4 
c o n c i l i a -
t i o n 
— 
— 
-6852 
7322 
8962 
11588 
13488 
12929 
20607 
5959 
13144 
5188 
18417 
11739 
7311 
15033 
25836 
* Represents P r o v i s i o n a l 
SOURCE: Var ious I s s u e s o f 
- 0 
0 
1989 
Referred f o r 
a d j u d i c a t i o n 
— 
— 
3952 
4368 
6106 
8519 
9025 
8615 
11707 
4833 
7888 
5696 
15381 
9626 
6180 
11501 
20503 
f i g u r e s . 
t h e Pocket Book 
} Referred f o r 
i a 
0 
4 
0 
of 
I r b i t r a t i o n 
. 
-
-
200 
131 
280 
93 
152 
117 
66 
21 
90 
21 
24 
63 
1 
5 
19 
Labour S t a t i s t i c s 
Minist ry of Labour, Govt, of Ind ia , New Delhi. 
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Data s e t out in the above t ab le c l ea r l y exMbits that 
there i s no doubt tha t a la rge number of i ndus t r i a l d isoutes 
a r e s e t t l e d through conci l ia t ion machinery in India and the 
conc i l i a t ion of f icers succeed in solving about a set t lement 
in more than 50 percent of the cases . I t i s a lso noted that 
only a small percentage of disputes referred from conc i l i a -
tion o f f i ce r s to the Government for adjucation and the pa r t i e s 
agree to a r b i t r a t i o n in very few cases . 
Table given below reveals the number of disputes reso-
lved by d i f f e r en t methods of set t lement during 1961 - 1990. 
TABLE - 1.4 
Showing the number of disputes Resolved by 
Different Methods of set t lement during 1961-1990 
5 
( Number of Disoutes s e t t l e d by j 
"^ear 0Government } Mutual } v o l u n t a r y J Tota l 
} i n t e r v e n t i o n s e t t l e m e n t } Resumotion 5 
334 545 1166 
717 704 2543 
659 
831 
501 
681 
755 
590 
473 
352 
343 
402 
1961 
1963 
1965 
19^7 
1969 
1971 
1973 
1975 
1977 
1979 
1981 
1983 
1984 
1985 
1986 
487 
— 
_ 
1122 
— 
1070 
1150 
614 
1105 
775 
573 
464 
552 
541 
642 
779 
961 
594 
706 
996 
596 
747 
584 
400 
329 
* 
-
contd,. 
25 08 
2943 
1709 
2492 
2526 
1759 
1684 
1488 
1284 
1373 
» • • 
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Table 1.4 c o n t d . , . 
1987 
1988 
1989 
1990* 
638 
485 
223 
208 
295 
207 
143 
76 
391 
539 
304 
376 
1324 
1231 
670 
660 
* Denotes provis ional f igures 
SOURCEI Various Issues of the Pocket Book of Labour 
s t a t i s t i c s . Ministry of Labour/ Government of 
Ind ia , New Delhi . 
The data given in the above table show t t e t a vas t 
majority of disputes for which b i p a r t i t e solutions are not 
feas ib le were solved by i n d u s t r i a l re la t ions machinery, which 
acts on a wide sca le in India out i s far from sa t i s f ac to ry . 
The mechanism of conc i l i a t ion as a primary agency has been 
very*much l imited due to the time l imi t placed on the conci-
l i a t i o n proceedings because the work of conci l ia t ion i s 
delegated to the o f f i ce r s of the labour department, who are 
already over-burdened and, therefore can not do full j u s t i c e 
in the matter . Fur ther , most of the conci l ia t ion Officers 
are inexperienced and untrained and often refer the cases 
d i r e c t l y to Adjudication. On the other hand, conci l ia t ion 
i s looked upon by the p a r t i e s as a hurdle to be crossed 
for reaching the adjudicat ion process . I t s exis tence, tempts 
labour to r e so r t to adjudica t ion , a rb i t r a t ion or even 
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c o l l e c t i v e bargaining. In fact adjuaication process , a lso 
makes delays in the set t lement of i n d u s t r i a l disputes and 
hardly promotes i n d u s t r i a l harmony. Similarly/ a r b i t r a t i o n 
has a l so been opposed in the absence of the provisions for 
appeal aga ins t perverse awards and lack of experienced and 
trained a r o i t r a t o r s who are often biased against labour 
and t h e i r award i s usual ly not in favour of labour because 
they a r e not well-versed in the economic and technical asoects 
of indus t ry . Further i t also involves delay in a r r iv ing a t 
the award and set t lement of i ndus t r i a l d i spu tes . 
Suggestions for the prevention 
of I n d u s t r i a l Disputest 
The f i r s t and foremost need to avoid i n d u s t r i a l d i s -
putes i s to improve the economic conditions of the workers, 
maximum number of disputes are re la ted to unfair wage 
p o l i c i e s . I t c a l l s for proper wage pol icy . The wage s t r u c -
ture should be ra t iona l ized and anomalies removed. Personnel 
po l icy i s very important tool to be e f fec t ive ly deployed. 
The personnel department consis ts of competent and expee-
rienced s t a f f , they should deal properly with the workers. 
Personnel po l i cy depetids upon the a t t i t u d e , be l ief and 
honesty of the purpose of management in handling the workers 
problems, ranging from recruitment to ret i rement of the 
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workers. Modem techniques of managsment alTould be i n t r o -
duced for the evolution of be t t e r labour management r e l a t i o n s . 
Management should not refuse to recognize workers organiza-
t ions to avoid discontentaient among '.workers, supervisors 
and jobbers must be considerate towards workers, when p a r t i e s 
concerned f a i l to reach an agreement, a t tha t time a r b i t r a t i o n 
i s a very e f fec t ive method of s e t t l i n g disnutea . In which 
both the p a r t i e s concerned agree to depute a third toarty 
and a re bound to abide by i t s decisions l e g a l l y . Workers 
p a r t i c i p a t i o n in management play a very important ro le in 
minimising i n d u s t r i a l d i spu tes . I t envisages involvement of 
workers in programmes to imorove nroduct iv i ty and progress 
of indus t ry . Thus, workers pa r t i c ipa t ion in management 
should be encouraged. Trade Unions also olay a s ign i f i can t 
r o l e in the development of harmonious i ndus t r i a l r e l a t i o n s . 
Trade union leaders should put forward t he i r genuine and 
r e a l demands and develop mutual confidence and t r ad i t i ons of 
•give and t ake ' to solve indus t r i a l d i sputes . 
Labour Relations and Indian Labour Policy 
I n d u s t r i a l r)eace and harmony are the e s s ^ i t i a l p r e -
r e q u i s i t s fo r growth and development of the country. Without 
the cooperation of labour and management economic a c t i v i t i e s 
4S 
cannot achive the desired goa l s . This i s a l l the more time 
in planned economies. The plan t a rge t s and objectives can 
be achieved through cooperation of a l l the pa r t i e s including 
labour in the task of na t ional economic development. Keeping 
th i s in view, the Government of India la id emphasis on har-
monious labour r e l a t i ons in the successive five year p lans . 
The F i r s t Five Year Plan (1951-56) pointed out t h a t , 
"Harmonious r e l a t i ons between cap i t a l and labour are necessary 
for the r ea l i za t ion of the t a rge t s of the plan in the indus-
t r i a l s ec to r . The prime importance was given to the mainte-
nance of i ndus t r i a l peace. Indus t r i a l r e la t ions a r e , therefore , 
not a matter between employers and employees alone but a v i t a l 
concern of the community, which may be expressed in measures 
for the protect ion of i t s l a rge r i n t e r e s t s . The plan 
emphasised the s igni f icance of se t t ing up a t r i p a r t i t e body 
consist ing of represen ta t ives of employees, employers and 
Government to ndnimise the i n d u s t r i a l c o n f l i c t s . During plan 
per iod, the Provident Fund Act, 195 2 was passed and Indus t r i a l 
Disputes Act, 1947 was amended in 1953 to compensate the 
workers in case of lay off and retrenchment. 
The plan conceived the "work committee" a t p lan t 
level as the key system for s e t t l eme i t of di f fer^ices between 
49 
the workers and the management. I t also recoinmended the 
s e t t i n g up of "Jo in t Committee" a t s l an t s and for indust ry 
as a whole for tackl ing problems of wider i n t e r e s t . The 
idea of J o i n t Management Councils was soonsored by the 
Government with a view to encourage j o i n t consultat ion b e t -
ween workers and management. 
The Second Five Year Plan (1956-61), envisaged a 
marked s h i f t in I n d u s t r i a l Relations Policy consequent on 
the acceptance of s o c i a l i s t i c pa t tern of society and the 
goal of p lanning. The plan stated t t e t g rea te r s t r e s s 
should be l a id on the creat ion of i ndus t r i a l democracy in 
which a worker feels himself to be a par t and parcel of 
i n d u s t r i a l apparatus that was to usher in s o c i a l i s t i c pa t t e rn 
43 
of soc ie ty . During th i s plan period, the t r i t j a r t i t e 
machinery, the Indian Labour Oonference se t uo in 1942 was-
ef fec t ive in evolving cer ta in norms such as mechanism and 
o rac t i ces - formulated for need based minimum wages, wages 
boards, guide l i nes for r a t i ona l i za t i on . Code of Disc in l ine , 
Code of Conduct, Scheme for workers Tsarticination in manage-
ment. L i s t of items on which works cojnmittees could conduct 
the i r bus iness , model grievance procedure, evaluation and 
implementation machinery and emohasis on voluntary a r b i t r a -
u4 4 4 t i on . 
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The Third Five Year Plan (1961-66) recommended no 
major change in the I n d u s t r i a l Rela t ion P o l i c y . During the 
emergency caused by the Chinese war in 1962/ the i n d u s t r i a l 
Truce Reso lu t ion was adopted , and employers and ivorkers 
pledged themselves t o maximiise the p roduc t i on . The Bonus 
Act was passed i n 1965 wi th a view to r e so lv ing the most 
impor tan t i t em of d i s co rd between the two p a r t i e s . The 
r i g h t s of an i n d i v i d u a l worker came to be b e t t e r safe-guarded 
v;hen the I n d u s t r i a l Disputes Act of 1947 was amended, gran t i n g 
to an i n d i v i d u a l worker the r i g h t to r a i s e a d i s p u t e even i f 
45 his cause was n o t espoused by any union. 
The p l a n a l s o e labora ted the o o l i c y of a s s o c i a t i n g 
l abour more and more wi th management and accsnted t h e p r o -
g r e s s i v e ex t ens ion of the scheme of J o i n t Management Ctouncils 
(JMCs) as a major programme. I t recommended the s e t t i n g up 
of JMCs in a l l i n d u s t r i a l under tak ings found s u i t a b l e fo r 
t h e purpose so t h a t , in due course / the scheme might become 
46 ' 
a normal f e a t u r e of the i n d u s t r i a l system. 
The Four th Five Year Plan (1969-74) a l s o s t r e s s e d the 
need of e f f e c t i v e l a b o u r a d m i n i s t r a t i o n for b e t t e r e n f o r c e -
47 
ment of l a b o u r l a w s . By the end of 1966 t h e Government 
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of Ind ia , appointed the 'National Corru-niasicn on Laoour' , 
which submitted i t s f i r s t report in 1969^ for studying and 
making recommendations on various aspects of labour i n c l u -
ding wageS/ working condi t ions/ welfare* trade unions deve-
lopment and labour managemerit r e l a t i o n s . For the promotion 
of co l l e c t i ve bargaining and ra is ing of product iv i ty through 
labour management cooperation the plan nas expressed i t s 
d e r i v a b i l i t y of according p r i o r i t y to tne growth of a healthy 
t rade union movement. 
The Fif th Five Year Plan (1974-79) stressed the need 
for g rea te r involvement of labour by ensuring i t s v e r t i c a l 
mobil i ty in the i n d u s t r i a l organizat ions. The ralan document 
sa id , "Stress w i l l be placed on strengthening i ndus t r i a l 
r e l a t ions and conc i l i a t ion machinery; c e t t e r enforcement of 
labour l e g i s l a t i o n , research in labour re la t ions and labour 
law, imparting t r a in ing to labour o f f i ce r s , improvement of 
labour s t a t i s t i c s and undertaking studies in the field of 
wages and p roduc t iv i t y . Special a t ten t ion wil l i^ e devoted 
to bring about improvement in product ivi ty in a l l spheres 
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of economy. 
The Six th Five Year Plan (1980-85) did not introduce 
any major change in the Indus t r i a l Relations Policy. However, 
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there were two aspects which drew the a t t en t ion of p lanners . 
F i r s t l y , i t s t ressed the need of simplifying the procedure 
for the sett lement of i n d u s t r i a l d isputes in order to ensure, 
quick j u s t i c e to workers and a feel ing of cer ta in ty among 
enployers. Secondly, i t enrohaaised the need of increasing 
the number of ex is t ing labour courts and Tribunals and for 
s e t t i n g up new machinery for speedy set t lement of i ndus t r i a l 
d i spu te s . 
The Seventh Five Year Plan (1985-90) has emphasised 
on improving the capacity u t i l i z a t i o n , eff iciency and pro-
d u c t i v i t y . The r e spons ib i l i t y of unions and employees has 
to be i den t i f i ed , i n t e r - u n i a i r i v a l r y and intra-union d i v i -
sions should be avoided. Further , the qua l i t y of t ra ining 
imparted to the workers must be upgraded. Due a t ten t ion 
has given to i ndus t r i a l sa fe ty . Provisions have oeen inade 
for the welfare, working and l iv ing conditions of un-org«i-
nized labour not only in rura l areas but also in urban 
a r ea s . Working conditions of women and child labour have 
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a lso been given a t t en t ion . 
The r^-ghth Five Year Plan tes also stressed in the 
need of good i ndus t r i a l r e l a t i o n s . This i s more so in the 
context of the openness and l i b e r a l i z a t i o n of our Indus-
5J 
t r i a l pol icy t t a t raquires a purposeful retrenchment and 
reduction in the workforce of pub l ic sec to r uni ts in 
p a r t i c u l a r and other segment of our economy in general 
under th i s new dispensat ion, the po l icy of i ndus t r i a l 
r e l a t i o n s in our indus t rywi i l have to be re-shaped and r e -
designed. 
Oonelusion 
From the discussion »bove in part I and II of the 
chanter it can be safely deduced that present labour situa-
tion in India showed a declining trend in the number of 
industrial disputes and mandays lost, which tend to suggest 
an overall improvement in the labour situation in the 
country. This trend is expected to persist, thougn the 
indications are that there will be a deterioration in the 
labour relations in the years to come. Whether tnia will 
manifest itself in the form of actual disruption of work 
depends on how the trade unions will respond to changing 
conditions of industry. Industrial disputes can not be 
completely avoided i:ut surely they can be minimized. This 
can be done by government intervention and regulation. 
Government must come forward with strong policies such as 
labour laws and its imolementation at the right time. 
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Besides, timely measures suggested above would GO a long 
way in smoothing labour r e l a t i ons to acce le ra te the indus-
t r i a l growth which i s u rgent ly required for the economic 
development of our country. 
In the next chapter , a survey of l i t e r a t u r e on the 
subject wi l l be attempted in order to show the importance 
of th i s subject and highl ight the findings of the various 
works and p ro jec t s undertaken before th i s s tudy. 
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C H A P T E R - I I 
SURVSY OF LITERATUR5 
In the p rev ious chap te r an a t t empt nas been made to 
d i s cus s the dynamics of the concept of l abou r r e l a t i o n s , 
o r i g i n , growth and development of the problems o£ l abour 
r e l a t i o n s , c o n d i t i o n s to make good l abour r e l a t i o n s . Impor-
tance of ma in ta in ing sound l a b o u r r e l a t i o n s has a l s o been 
h i g h l i g h t e d . In a d d i t i o n , I n d i a ' s l abour 'pol icy has a l s o 
been e l abora t ed in d e t a i l s . 
The p r e s e n t chap t e r e n t i t l e d , "Survey of L i t e r a t u r e " 
i s r e l a t e d to s t u d i e s conducted in the f i e l d of l abour 
r e l a t i o n s which shows t h a t s e v e r a l r e sea rches have been con-
ducted in t h i s f i e l d in Ind ia and abroad . In tne fol lowing 
pages an a t t empt has been made to review some of the impor-
t a n t s t u d i e s conducted by v a r i o u s r e s e a r c h e r s of I n d i a and 
even fore ign c o u n t r i e s . 
Haber and Levinson (1956) in t h e i r s tudy e n t i t l e d 
"Laoour Re la t ions and P r o d u c t i v i t y in t h e Building Trades" , 
have at tempted to h i g h l i g h t t h e economic c h a r a c t e r i s t i c s 
of the Duilding t r a d e s , n a t u r e of c o l l e c t i v e ba rga in ing in 
G ^ 
t he building t rade/ problems of unstable employment, union 
secu r i ty / the problem of apprentice t r a in ing / po l i c i e s towards 
the Introduct ion of new techniques/ worJcing rules and labour 
eff ic iency/ union po l i c i e s and product iv i ty / wages and hours, 
d isputes e t c . They found tha t / the labour r e l a t ions pa t te rn 
in the bui lding trades di f fers mater ia l ly from tha t perfected 
in o ther i n d u s t r i e s . Senior i ty as a s i gn i f i c an t fac tor in 
employment po l i cy i s la rge ly absent in the building t r ades . 
The very na ture of the construction job c rea tes rapid labour 
turnover and informal hiring and lay off procedures p r e v a i l . 
Whei compared with employees in other i n d u s t r i e s / the b u i l -
ding t rade mechanic has a much less firm attachment to an 
individual employer; he may have several employers during 
the year. Further , i r r egu la r , employment remains one of 
the p r inc ipa l causes of l o s t time for the building trademan. 
As a r e s u l t the annual wages earned by the building workers/ 
do not r e f l e c t the r e l a t i v e l y high t rade ra tes genera l ly 
p r e v a i l i n g . Regarding working r a t e s , technological change 
and labour eff ic iency; i t was observed tha t probably no 
sec to r of the economy has been so widely c r i t i c i z e d as the 
construction industry for the prevalence of union or manage-
ment p o l i c i e s which are alleged to have retarded the r a t e 
of technological advancement. The only suggestions to 
improve the labour re la t ions in the building trades i s the 
progress in assuring steady employment. 
G3 
Myres (1958)2 j^g discussed in his ix>ok e n t i t l e d , 
" Indus t r i a l Relations in India"* the dimensions of the 
problem/ the development of entrepreneurs hip and indus t ry , 
tne emergence and commitment of an i n d u s t r i a l laJx>ur force , 
the growth and development of organized laix)ur movement, 
tne character of present Indian unions, the management's response, 
l a tour management re la t ions at the p l a n t l e v e l , the ro le 
of Government, labour pol icy , e t c . He found the ro le of 
the Government very crucia l in s t ruc tu r ing labour manage-
ment r e l a t i o n s . He also proceeded on the assuiirotion that 
employers in every i n d u s t r i a l country have the primary 
opportunity and r e spons ib i l i t y for aeveloping a s tabe 
la rour force , u t i l i z i n g human resources e f f ec t ive ly and 
s t ruc tur ing i n i t i a l l y the nature of the labour managemeit 
r e l a t i onsh ip . He suggested t t e t conscious emplgyer e f for t s 
to e n l i s t workers pa r t i c ipa t ion in adminis t ra t ion of welfare 
a c t i v i t i e s through work-committee or union r ep re sen ta t i ve , 
may also be helpful in tempering any eventual worker r e sen t -
ment of Daterrialism. 
3 
Thakkar (1962) carr ied out a study of the labour 
problems of the cotton mil l industry in Bombay. He found 
6 r 
tha t under the presen t recruitment system and with the 
oresen t s t a t e of a f f a i r s as regards t ra ining f a c i l i t i e s , 
new candidates stands very rare chance to enter the cotton 
mil l indus t ry of Bombay. The industry i s fas t approaching 
a s tage wh«i i t w i l l require fresh blood en a l a rge sca le 
in s p i t e of a l l r a t i ona l i za t ion measures. He f e l t ex i s t ing 
t ra in ing f a c i l i t i e s inadequate. Shortage of t ra ined workers 
i s even f e l t in a number of sk i l led and san i - sk i l l ed occu-
pat ions in the indus t ry . The industry has not been success-
ful in el iminat ing the influence of jobber from recruitment 
i n s p i t e of the e f fo r t s to do so during the l a s t three decades, 
The working of the decausal izat ion scheme is in a s t a t e of 
f lux. Standard of d i sc ip l ine and morale of the work force 
has gone down. There i s considerable l o i t e r i ng * wandering 
and wasting of time/ which are symptom of i r resoons ib le 
a t t i t u d e of workers. Go slow t ac t i c s and def iant a t t i t u d e 
on the p a r t of workers are very common in indust ry . The. 
predominance of personal reasons in s t r i ke s and in cases 
before labour courts r e f l ec t s i n a r t i c u l a t e unrest among the 
workers. Thus the oroblems are on both the f ron ts . Things 
cannot take a new shape unless there i s an urge for t r a n s -
formation on the p a r t of top managem^it. He suggested that 
the employers should feel that problems regarding personnel 
management des i r e as much a t ten t ion as the technical 
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-r^roblsms regarding machinery/ materials and manufacturing 
orocess . Morale of the workforce can not be b u i l t simrdy 
by increasing the wages or non-wage benef i t s . A basic 
change in the a t t i t u d e and approach is required which in 
turn wi l l be helpful in promoting coirdial re la t ions l ip 
between both the p a r t i e s i . e . labour and management.. 
4 Saxena (1964) designed a study of i ndus t r i a l 
r e la t ions in f ive i n d u s t r i a l uni ts of Meerut D i s t r i c t . He 
found that i n d u s t r i a l r e l a t i ons are not the product of one 
or two factors a lone . A peaceful indus t r i a l system i s the 
r e s u l t of d ive rse factors having a bearing on the working 
and l iv ing condit ions of the employees. The immediate 
cause of d i spu te may be dismissal / retrenchment bonus, 
dearness allowance o r any other matter. But aoart from 
these fac tors / i t i s ba s i ca l ly the recognition of the human 
persona l i ty of the worker, which' is most essent ia l for 
maintaining good i n d u s t r i a l r e l a t i o n s . The pa t te rn .of ' 
labour r e l a t i ons in any given un i t depends on the soec i f ic 
conditions p reva i l ing in i t . He has also brought i t to the 
forefront the fac t tha t the problems of indus t r i a l r e l a t i ons 
should not be tackled merely on economic front . I t i s iiKjre 
a human problem, depending for i t s solution on the mutual 
t r u s t and confidence among the workers and the employers. 
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Measures/ such as the code of d i s c i p l i n e / a Grievance 
Procedure/ Workers Par t ic ipa t ion in Management/ Cbde of 
Conduct/ code of Efficiency and the l ike* therefore / can 
be helpful in promoting good i n d u s t r i a l r e l a t i o n s , provided 
they a r e properly implemented and s ince re ly followed, 
Rastogy (1965) has c l e a r l y analysed the various 
fac tors which r e f l e c t on the i n d u s t r i a l r e l a t ions scene 
and s ide by side he tes suggested remedial measures in his 
book en t i t l ed / " Indus t r ia l Relations in U.P." The whole 
work has been divided in to four p a r t s . In the f i r s t pa r t , 
he has discussed the factors re f lec t ing i n d u s t r i a l re la t ions 
i . e . absenteeism, labour turnover, d i s c ip l i na ry d i f f i c u l t i e s , 
grievances and complaints, and s t r i k e s and lockouts , in 
p«irt second, he has highlighted factors affect ing labour 
r e l a t ions such as employment r e l a t i o n s , conditions of work, 
leave and holidays, workers remuneration, worker's housing, 
heal th and acc idents , labour welfare and soc ia l s ecu r i ty , 
r a t i o n a l i z a t i o n , and sett lement of d i spu tes . Third par t 
of the book i s the i n s t i t u t i o n a l approach in which he has 
discussed the trade unionism in U.P. and in the l a s t par t 
he has concluded the en t i r e work. 
He found various factors responsible for the present 
s t a t e of i ndus t r i a l r e l a t ions in U.P. such as methods of 
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recrui tment/ se lec t ion and placement in th i s s t a t e a re not 
s c i e n t i f i c . Induction of the workers has not teen properly 
organized and t ransfers and promotions a re general ly a r b i -
t r a r y . Frequent r e so r t to lay-off, retrenchment and closure 
of fac tor ies spoi l s the bas is of sound i n d u s t r i a l r e l a t i o n s . 
Welfare f a c i l i t i e s , f inancial and non-f inancial a re not 
adequate. Rationalization has been an important cause of 
tension in indus t r i a l r e l a t ions in U.P. p a r t i c u l a r l y , in 
cotton t e x t i l e industry of Kanpur. Trade Unions, an agency 
of workers have not properly developed in U.P . , disputes 
s e t t l i n g machinery has a lso been f e l t u n s c i e n t i f i c . He 
suggested a new anproach to the nroblems of labour r e l a t ions 
in the i n t e r e s t of i ndus t r i a l peace and s t a t e ' s economy 
through a change in the a t t i t u d e of management and workers 
both to minimize the i ndus t r i a l c o n f l i c t s . 
Ali (1965) conducted a research e n t i t l e d , 
"Rationalizat ion as a means of high p roduc t iv i ty in the 
Cotton Text i le Industry of India" , with spec ia l reference 
to Kanpur. He divided the e n t i r e study into eight chapters 
making a general discussion on tne problems of Kanpur Cotton 
Text i le Industry. He has touched upon a l l the problems of 
labour , organizat ion, management e t c . in Kanpur Text i le Mills, 
He suggested to imorove the p roduc t iv i ty through r a t i o n a l i -
6.i 
z a t i o n . He s t ressed that the management action i s the need 
of the indus t ry . A well trained and highly sk i l l ed labour 
force/ up- to-da te and modem machines/ b e t t e r techniques 
of production and adequate capi ta l and raw mater ia l can not 
achieve the desired goal of higher n roduc t iv i ty unless these 
factors a re governed by an e f f i c ien t management. 
7 Singh (1966) attempted to highl ight the labour 
management of sugar industry of Uttar Pradesh in his pub-
l i shed doctoral t h e s i s , e n t i t l e d , "Labour Management in 
sugar Indus t ry . " The author looks i n to a l l the asoects of 
labour r e la t ions i . e . recruitment, placement and t r a in ing / 
conditions of work, conditions of employment, welfare and 
housing, wages and financial incen t ives , costs of i ne f f i c i en t 
management, i nd i sc ip l ine and morale, unionization and s e t t l e -
ment of d i spu te s , labour managanent cooperation e t c . He 
found tha t one of the major problem which the sugar indust ry 
in India i s facing i s the low produc t iv i ty of labour. Main 
defects in respect of conditions of work or conditions of 
employment do not r e l a t e to the inadequacy of provis ions , 
but to the dishonest evasion and the i r incomplete enforcement 
in the sugar industry of u t t a r Pradesh. I t has also been 
found tha t there i s no i n i t i a t i v e on the p a r t of employers 
wi l fu l ly (excepting lega l obl igat ions) to provide welfare 
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facilities to workers. Thera has been a great demand for 
labour participation in management, productivity and profits, 
g 
Turner, Clack and Geoffrey (1968) have made a study 
of i n d u s t r i a l unrest and an in te rna t iona l comparison in 
t h e i r research pro jec t namely labour re la t ions in Motor 
Indus t ry . They found a remarkable r i s e in the number of 
s t r i k e s in B r i t i s h Car Industry. They assumed that in the 
car f i rms, the s t r i k e waves seem to have ar isen from authen-
t i c causes and grievance - in two senses. F i r s t in sofar as 
they have been st imulated by a background of i n s e c u r i t y , 
both in r e l a t i on to employment and p a r t i c u l a r l y to i t s mate-
r i a l rewards. But secondly - and far more genera l ly - in 
t ha t they express human expectations and asp i ra t ions which 
a r i s e n a t u r a l l y in the contemporary social and economic 
context and to which there has been a fa i lu re of organizat ions 
t rade unions, employer's associat ion an^ management s t r u c -
tures - to accomodate themselves fundamentally, they 
concluded tha t the recent s t r i k e - tsrcneness of the BCI 
(and they saw no reason to think this conclusion was more 
genera l ly va l id ) r e f l ec t s a fa i lure of i n s t i t u t i o n s . 
9 Sen and P ip la i (1968) conducted a case study of 
i n d u s t r i a l r e l a t i ons in the J u t e Industry in West Bengal. 
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They found no s ingle or simple solut ion for the problem of 
unsa t i s fac tory i n d u s t r i a l r e l a t i o n s in the ju t e indus t ry . 
Since according to t h e i r observat ions , indus t r ia l r e la t ions 
a re e s s e n t i a l l y the luiraan r e l a t i o n s , and the success or 
f a i lu re in such relaticxi defpends p r i n c i p a l l y upon the 
main ac tors of the s t a g e . They f e l t i t a drama, in which 
vas t number of human beings p lay p a r t s , the stage* the 
scenes and the s e t t i n g s , a l l no doubt combines and c o n t r i -
bute to i t s success . Like the scenes and the s e t t i n g s , the 
various machineries l i k e labour o f f i c e r s , works committee, 
conc i l ia t ion s taf f e t c . a re no doubt important. But the 
primary r e spons ib i l i t y for the smooth manning of the show 
depends on the management and the labour. Of the two, the 
management i s in the saddle and forms the stronger pa r ty . 
So i t i s in the f i tness of thing t t e t i t s broad shoulders 
should bear the major share of the burden involved in the 
maintenance of s a t i s f a c t o r y i n d u s t r i a l r e l a t i ons . These 
words apply soecial force to the j u t e Industry where the 
management, entrenched in one of the strongest organiza-
tion forces a group of i l l organized, uneducated workers. 
Nair (1973) ^ has highlighted a l l the important 
aspects of i n d u s t r i a l r e l a t ions and has made two case s tudies 
to ascer ta in the labour management r e l a t ions in Kerala. He 
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found tha t the study of i n d u s t r i a l r e la t ions in Kerala has 
shown the r i c h d i v e r s i t y in the pa t t e rn and composition 
of labour management r e l a t ions t t e t prevai l s in the s t a t e . 
I t shows t t a t the Kerala has forged ahead in the matter 
of evolving a system of labour management re la t ions which 
can well be a guide and model for the r e s t of Ina ia . 
Mattoo (1976) in his published doctoral thesis 
e n t i t l e d , "A C r i t i c a l study of i n d u s t r i a l Relations in the 
Public Sector Units of Kashmir*'/ s p l i t up the en t i r e work 
into seven chante rs . He discussed in tens ive ly the develop-
ment of i n d u s t r i a l r e la t ions in Jammu and Kashmir/ Growth 
of labour l e g i s l a t i o n , development and growth of trade 
unionism, wage s t r u c t u r e in Public Sector Si terpr ises of 
Jammu and Kashmir, S ta te po l icy and indus t r i a l r e l a t i ons , 
and a case study of i n d u s t r i a l r e l a t i ons in Government 
Si lk Factory, s r i naga r . 
He concluded and suggested that labour re la t ions 
in the publ ic s ec to r can not be judged with reference to 
the number of mandays l o s t but from the fact whether 
development for nealthy r e l a t i ons are taking place in the 
r igh t d i rec t ion or no t . The t r a d i t i o n a l policy of soaking 
i ndus t r i a l problems wi l l not hold good in the cbanged 
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circumstances. As i ndus t r i a l a c t i v i t y goes on acce le ra t ing 
i t brings in i t s wake a va r i e ty of problems to which the 
worker become exposed. The workers in many cases i s unable 
to p ro t ec t himself from such p e r i l s and hazards. Even in 
combination with his fellow workers/ he f a l l s to p ro t ec t 
himself before the r i ch , powerful/ educated and resource-
ful employer. These and other reasons thus j u s t i f y the 
s t a t e in te rvent ion in indus t r i a l r e la t ion system. He 
suggested tha t wage fixation should be done in accordance 
with the prescr ibed norms/ welfare measures which a r e 
p re sen t ly non-exis tent should be launched with the help of 
t rade union and f i na l l y a human and personnel approach 
should replace the i r r a t i o n a l approach to i n d u s t r i a l r e l a -
tion which i s p resen t ly evidenced in the fac tory . 
A paper e n t i t l e d , " Indus t r ia l Relations in a s t e e l 
p lan t by K. Mankooltan, published in a book edited by 
12 Ramasweuny (1978) namely/ " Indus t r ia l Relations in India" / 
examined the problems of indus t r i a l r e l a t ions in TISOO. 
Author personal ly f e l t / that co l l ec t ive bargaining and 
j o i n t consul ta t ion in s t i t u t iona l i zed through the medium 
of a recognized union are probably the bes t channels to 
ensure and enhance indus t r i a l democracy. But the case of 
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TISCO brings in to not ice that these i n s t i t u t i ona l i z ed 
arrangements may not by themselves f u l f i l l purpose, cn 
the cont ra ry , they may become powerful instruments for 
curbing workers ' pa r t i c ipa t ion and involvement. Indus t r i a l 
democracy can be a r e a l i t y only i f the t rade unions whJ.ch 
channels workers pa r t i c ipa t ion are governed by democratic 
p r i n c i p l e s . 
Das (1983) conducted a study on Indus t r i a l 
Relations in India in his Ph.D. Thesis (publ ished) . His 
thes is makes an in tens ive study of indus t r i a l r e l a t ion in 
s ix t e x t i l e mi l l s of Indore. He found that the pat tern of 
i n d u s t r i a l r e l a t ions in any given uni t depends on the spec i -
f i c condit ions prevai l ing in i t . An examination of the 
i n t e rp l ay of factors has made i t possible to know how indus-
t r i a l r e l a t i o n s change since the problem of labour r e la t ions 
i s not merely the problem of negotiat ing with the t rade 
unions or res ta in ing the i ndus t r i a l disputes or the problem 
of co l l e c t i ve bargaining or bonus. I t i s more a human 
problem, depending for i t s solution on the mutual under-
standing between the ooerat ive and oianagerial s t a f f . 
14 Masood (1983) in his unpublished Ph.D. thes is 
Problems of personnel management in the cotton t e x t i l e indus-
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t r y of Kanryur has divided the en t i r e work in to seven chap-
t e r s . He has a lso concluded tha t the t^icture of re la t ions 
between tnanagement and labour ia not cu i t e a hapny one. 
Inprovement in human r e l a t i o n s i s cal led for . organization 
of indus t r i e s i s an o rgan iza t io i of rcien, material and 
machinery. Proper coordination between these three i s 
e s sen t i a l for the most e f f i c i en t working of indus t r ies unless 
these a re cord ia l human r e l a t i o n s excluding a s p i r i t of 
cooperation betwe&i persons working in d i f fe ren t capac i t ies 
in Kanpur Cotton Tex t i l e Industry/ i t i s d i f f i c u l t to keep 
the indust ry working a t i t s optimum eff ic iency. 
Mirza (1984) in his researcn on worker's p a r t i c i -
pation in public s ec to r en te rpr i ses - has r i g h t l y observed 
that workers p a r t i c i p a t i o n in management came as a col labo-
r a t i v e phase in the in t e rna t iona l labour management sense in 
which both the p a r t i e s meet with coot5erative imoulses for 
achievement of conirran object ives to -provide eff iciency of 
an en te ro r i se for the i n t e r e s t s of the economy. There i s 
nothing i d e a l i s t i c in such cooperation since i t is based 
on balanced pragmatism for complimentary functioning of the 
p a r t i e s with enlightened rea l i za t ion that a conf l ic t ridden 
course leads a t bes t only to mixed r e s u l t s . Hence there i s 
a quest for i n d u s t r i a l harmony i s the rea l basis for p o l i c i e s 
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for c loser cooperation between managgfr.ent and .nanaged. The 
main thrus t behind the p r inc ip l e s of workers' pa r t i c ipa t ion 
in management i s to g ive everyone in the organization a 
s ince of p a r t i c i p a t i o n in i t and a means to iden:J.~y him-
se l f with the work. The e th i ca l aim suggests a re jec t ion 
of the older exp lo i t a t i ve forms of c a p i t a l i s t en te rpr i se 
and seeks to r e s to r e to the workers hlmselr aelf respect 
destroyed by the machine cu l tu re of nx)dem age. Economic 
aim expresses tha t workers expect to increase proauction 
by pa r t i c i pa t i on so tha t they can s t a r e in the gain of p ro -
duction and the s o c i o - p o l i t i c a l aim is an extension of the 
democratic idea sharing in power in the decision making. 
Smt Mit ta l (1984) examines the indus t r ia l r e l a t ions 
from the period I960 to 1976 in her Ph.D. t hes i s . The study 
has been divided in to two par t s and XIII chanters . Par t 
f i r s t deals with the i n d u s t r i a l re la t ions in Uttar Pradesh 
from 1960 to 1976 and p a r t second i s a case stuay of Glaxo 
Laboratories Ltd. In her s tudy, she has made a factual and 
opinion survey to know the a t t i t u d e of workers towards manage-
ment. She found tha t i n s p i t e of this good working condi t ions/ 
wages and soc ia l s e c u r i t y measures, indus t r i a l re la t ions were 
not harmonious. Main factors contributing to tnis s t a t e of 
a f fa i r s a re ; the a c t i v i t i e s of mult iple unions, a t t i t u d e of 
-.anagement and d i s s a t i s f a c t i o n among -.^ jorxers on account of 
d i s p a r i t y in t h e i r working conditions and wages as comparad 
to other two un i t s of the same company. She suggested a 
radical change in the outlook of the enroloyers. 
17 K.Viswanath Kumar Chand (1989) designed a study 
of Indus t r i a l Relations in the publ ic sector concern in 
Andhra Pradesh S t a t e . He depicted the esmloyer, as Govern-
ment, and employee r e l a t i o n s h i p , which they face and offer 
a perspect ive for hairmonious i n d u s t r i a l re la t ions a t Macro 
and Micro environment. The text i s divided in to five 
chapters . In chapter f i r s t , he discussed the Indus t r i a l 
.delations concepts and various approaches. Chapter second 
deals with the i n d u s t r i a l r e l a t ions s i tua t ion a t nat ional 
l e v e l , chapter third enables the subject of d i s t i n c t i v e 
features of i n d u s t r i a l r e l a t i o n s in the public sector uni t 
in Andhra Pradesh. Chapter fourth provides the information 
of i ndus t r i a l concerns which have been examined and chapter 
f i f th concludes the importance of placing the indus t r i a l 
r e l a t ions within i t s overa^. s i t ua t ion and i t attempts to 
highlight the broad findings and suggestions in tne context 
of the un i t s under s tudy. 
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He concluded and suggested that in the publ ic sec tor 
u n i t / ce r t a in i ssues re la ted to manpower planning in the 
form of recrui tment and promotion which a re r e s t r i c t e d by 
rule* and reservat ions were found here too. Such cons t ra in t s 
in the supply of (jualified men reduce the parameter of pay-
ments and terms OJ: se rv ice , s t i l l the organizat ional cu l tu re 
in pub l i c s ec to r un i t was found p e r s i s t e n t of Government 
adminis t ra t ion and not of the professional management. The 
employees look upon themselves as government emoloyee. Job 
s e c u r i t y , the conduct and serv ice r u l e s , l e g i s l a t i v e methods 
of delaying with issues of d i sc ip l ine e t c . cause i n a b i l i t y 
of the management to decide any knotty i ssue without r e fe -
rence to appropria te minis t ry /minis ter . The common observa-
t ions about the climate of i ndus t r i a l r e l a t i ons in publ ic 
s ec to r un i t s studied i s not favourable. The reason could 
be c i ted as high expectation of labour and l i b e r a l favour 
from management in labour mat ters . The grievance of the 
enployees a re entertained through formation of the specia l 
c e l l s for the purpose in the u n i t s . The grievance proce-
dure system in the uni ts surveyed appeared to s t r i v e to 
serve the i n t e r e s t of industry . 
Disputes raised by workmen are atterroted to resolve 
through the process of negotiation and c o n c i l i a t i o n . The 
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general assessment of lajoour re la t ions could be viewed by 
y ie ld ing the s a n c t i t y of the agreements, implementation of 
labour laws, adherence to the code of d i s c i p l i n e and code 
of conduct as well worker's pa r t i c ipa t i ons in management 
e t c . The rapid growth, of i ndus t r i a l a c t i v i t i e s in the 
i n d u s t r i a l c i t i e s of Visakhapatnam and Hyderabad under the 
oub l ic s ec to r in Andhra Pradesh has led to an enormous 
inc rease in the i ndus t r i a l work for which has given an 
impetus to the t rade unionism in the recent years and f i na l l y , 
as main conclusion emerging from the foregoing d i s -
cussion about the broad findings is tha t there i s pos i t i ve 
trend towards the scone of co l lec t ive bargaining in public 
s e c t o r u n i t s . Although there i s no s ing le answer to quest ion, 
whether an expansion of co l l ec t ive bargaining would pave the 
way for the development of i ndus t r i a l r e l a t ions in the 
publ ic s e c t o r , where the p r iva t e sec tor can follow the lead . 
I t i s fact tha t the government being the employer in the 
publ ic s ec to r on one hand and the custodiam of the publ ic 
i n t e r e s t , as the o ther , could not afford to ac t l i k e an 
employer in the p r i va t e sec tor . The trend of labour r e l a -
t ions in oubl ic sec to r i s l i k e l y to take a turn which wi l l 
face . Government, management, and trade unions with a need 
to take important decision regarding t h e i r own ro le and the 
temper of t h e i r reciprocal b e l i e f s . 
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He suggested to i n s t i t u t e follow up systefns a t the 
supervisory s t a f f who a r e supposed to implement the manage-
ment p r a c t i c e . At the same time i t would, however/ be 
appropriate i f there i s a or^vision for reference to volun-
ta ry a r b i t r a t i o n of those ca^es which could not be se t t l ed 
a t tha t grievance procedure negotiation or conci l ia t ion 
foruma. uniformity in the wkge s t ruc tu r e of a l l publ ic s e c -
to r un i t in the ;gidhra Pradel^h should be brought. A ra t iona l 
wage system would a l so help to reduce many labour problems. 
Last ly he suggested that to ^sromote healthy i ndus t r i a l 
r e l a t ions i s healthy organization of labour, esteem image 
of publ ic s ec to r management end effetiveness of negot ia t ing 
process . 
18 Rao (1989) in his p^jolication inves t iga ted that 
the organized s e c t o r of the India Texti le Industry based 
on the cotton system of manujfacture i . e . ^ tne spinning and 
composite mi l l s working with cotton and man-made f ibre i s 
being subjected to in tense mijarket competition. The 
sever i ty of competition i s higher for the composite mil ls 
because the power looms powe r^ orocess house and the decentra-
l ized sec to r produce the samie type of c lo th with much less 
cost and s e l l i t in the market a t p r ice which are non-
remunerative to the m i l l s . This decentralized sec tor produce 
so 
over half the c lo th needed by Indian today. He suggested 
that higher p roduc t iv i ty i s e s s en t i a l for achieving maximum 
p r o f i t a b i l i t y of m i l l s . 
19 Gani (1990) in his paper e n t i t l e d Indus t r i a l 
Relations in Jammu and Kashmir has attempted tc examine the 
i n d u s t r i a l r e l a t ions in Jatrniu and Kashmir. He found t t e t 
both the d i r e c t and thi rd pa r ty d i spu te sett lement measures 
have/ by and l a rge / not been successful in the S t a t e , what 
i s required i s the creat ion of a good in f ras t ruc tu re for the 
management of i n d u s t r i a l r e l a t i ons in the s t a t e oefore the 
s i t u a t i o n goes beyond l i m i t . 
Zechariah (1991) tea attempted to make a comparison 
between the Jaoanese and Indian i n d u s t r i a l r e l a t ions model. 
He argued J;hat the Japanese models offer learning for the 
man^^DSit/ union* workers and the Government in India , The 
'man:^ g,effllrnt needs to accord a genuine recognition to union, 
and the'union would have to be more construct ive/ and r e a l i s -
t i c . The workers can pick up threads from i t s Japanese 
counterpart in terms of t h e i r l oya l ty and commitment. The 
Japanese have been maJcing adjustment in t h e i r employment 
pa t te rns and the Government of India can take a leaf from 
such adjustments and not remain extremely r igid in terms of 
employment of workers. 
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Rath, Giri and Parida (1991) in the i r paper 
en titled,"Indus t r i a l Relations in Orissa "have attempted to 
analyse indus t r i a l r e l a t ion trends in Orissa . K^jor 
findings of t h e i r publ icat ion a r e : de te r io ra t ing union 
membership in the organized sec to r * emergence of regional 
leve l unions in the unorganized sec to r , lockouts s i g n i f i -
can t ly contr ibut ing to the mandays l o s t , increasing r e a l i z a -
tion on the p a r t of some employers and t h e i r employees about 
the need to bargain co l l ec t ive ly / formation of j o in t fonims 
a t p lan t level in a few Indus t r i a l u n i t s , union's f a i l u re 
in some plants to nlay an e f fec t ive ro le in improving produc-
tion and ensuring protect ion of economic i n t e r e s t of workers 
and some what unsa t i s fac tory and inef fec t ive role played i^ y 
the s t a t e government, mounting tension in some indus t r i a l 
establishments caused by immediate community. 
In addi t ion , they also found tha t the Government has 
taken so far no pos i t ive measure to r e v i t a l i z e tne Indus t r i a l 
Relations Machinery so as to ensure speedy disposal of cases 
and promotion of harmonious labour r e l a t i ons in the .3ta te . 
Furthermore, i t may be noted tha t in recent years the 
Government of Orissa has been exhibi t ing lack of consistency 
in formulating a de f i n i t e labour pol icy and pursuing the 
same. Gbirmnunicatively/ such lapses on the p a r t of the 
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Government tend to effect the i ndus t r i a l r e l a t ions cl imate 
in the s t a t e . 
Thaa, many s tudies in the f ie ld of labour r e l a t i ons 
have been undertaken by various researchers . These s tud ies 
brought i n t o l i g h t the s ignif icance of maintaining sound 
labour r e l a t i o n s . At the same timer the respect ive ob l iga -
t ions of emoloyers towards employees and vice-versa have 
been thoroughly i n t e ro re t ed . The study undertaken by me 
on the theme of i n d u s t r i a l r e l a t ions wil l not not only be 
an addi t ion to what has be«i attempted in the above-mentioned 
s tudies but wi l l a l so provide an opportunity for h ighl ight ing 
recent haopenings in th i s i jar t icular f ield with spec ia l 
reference to i t s appl ica t ion in the cer ta in t e x t i l e un i t s 
of U.P, In the next chapter* our emphasis wi l l be to high-
l i g h t the problems of labour re la t ions in Ut tar Pradesh in 
order to prepare a background for the study of problems of 
labour r e l a t i o n s in the t e x t i l e mil ls of the S t a t e . 
So 
References 
1. HabeT/ William and Levinson/ Harold, M., "Labour 
R e l a t i o n s and P r o d u c t i v i t y in the Bui lding T r a d e s " , 
Bureau of I n d u s t r i a l R e l a t i o n s , Univ. of i l i ch igan , 
1956. 
2 . Myres/ C h a r l e s . A., " I n d u s t r i a l Rela t ions in I n d i a " , 
Asia P u b l i s h i n g House/ New York, 1958. 
3 . Thakkar , G,K., "Labour Problems of T e x t i l e I n d u s t r y " , 
vora & Co . , P u b l i s h e r s p v t . t t d , 1962. 
4 . Saxena, R .C . , " I n d u s t r i a l Rela t ions in Se lec ted U n i t s " , 
P lanning Commission, New De lh i , 1964. 
5 . T^a^togy, J . L . , " I n d u s t r i a l Rela t ions in U . P . " , 1965. 
6 . . U i , I r s had, "Pa?ty!ftjUJ.gation as a means of Ijte^ffgr 
P r o d u c t i v i t y in the Cotton T e x t i l e I n d u s t r y of I n d i a " , 
Ph.D. T h e s i s , submitted a t Aligarh Muslim U n i v e r s i t y , 
A l i g a r h , 1965. 
7 . S ingh , M.P . , "Labour Management in Sugar I n d u s t r y " , 
SX^ucational P u b l i s h e r s , Lucknow, 1966. 
8 . Turne r , H . A . , Clack, Gar Field and Ftocerts, Geoff rey , 
"Labour Re la t ions i n the Motor I n d u s t r y " , Augus ts , M. 
Ke l l ey P u b l i s h e r s , New York, 1968. 
9 . S&ci, Sa tyendra Nath and P i p l a i , Tapan, " I n d u s t r i a l 
Re l a t i ons in the J u t e i n d u s t r y in West Bengal" , 
Bookland P v t . L t d . , C a l c u t t a , 1968. 
84 
10. Nair/ K. Ramchandran, " Indus t r i a l Relations in Kerala", 
S te r l ing Publishers Pvt. L td . , New Delhi/ 1973. 
11 . Mattoo, A.R,, »A C r i t i c a l study of Indus t r i a l Relations 
in the Public Sector Units of Kashmir", Published 
Ph.D. Thesis , submitted a t Aligarh, 1976. 
12. Ramaswamy, 3.A., ' • Industr ial Relations in India**/ The 
Macmillan Oorroany of Ind i a , 1978. 
13. Das, D.K. Lai , " Indus t r i a l Relations in India" , 
S.Chand & Co.Ltd., New Delhi , 1983. 
14. Masood, Mohd.Jawaid, "Problems of Personnel Management 
in the Cotton Text i le Industry of Kanpur", Ph.D. 
Thesis submitted a t Aligarh Muslim Universi ty, Aligarh, 
1983. 
15. Mirsa, M.A. , "i«)rkers Pa r t i c ipa t ion in Management in 
Public Sector Enterpr i ses" , Ph.D. Thesis, submitted 
a t Aligarh, 1984. 
16. Mi t t a l , Kusum, " Indus t r i a l Relations in u . p . from 
1960-1976", submitted a t Aligarh, 1984. 
17. Chand, K.V.K., " Indus t r i a l Relat ions", Asnish Publ i -
sning House, New Delhi , 1989. 
13. Rao, C.V.3. , "Product ivi ty , Technology and Indus t r ia l 
Relations in Text i le Indus t ry ," Indian Journal of 
Indus t r i a l Relat ions, SRC, New Delhi , Oct. 1989. 
85 
19. Gani/ A,/ " Indus t r i a l Relations in J & K", Indian 
Journal of I n d u s t r i a l Relations/ SRC, New Delhi , 
J u l y , 1990. 
20. Zechariah, John, "Comparative Indus t r i a l Relations 
in Ind ia and Japan, IJIR, SRC, New Delhi, Apr i l ,1991. 
21. Rath, G.C.; G i r i , D.V.; Pa r i i a , 3 .C. , " Indus t r i a l 
Relations in 0rissa",IvJIR, 3?.C, New Delhi, Oc t . , 1991. 
86 
C H A P T E R I I I 
PROBLEMS OF LABOUR RELATIONS IN UTTAR PRADESH (U.P.) 
In the preceding chapter an attempt has been made 
t o review the l i t e r a t u r e a v a i l a b l e in the f i e l d o f labour 
r e l a t i o n s to show the importance o f t l » subjec t and to 
h i g h l i g h t the f ind ings of the various researches completed 
be fore t h i s s tudy. 
This chapter d e a l s with the problems o f labour 
r e l a t i o n s in Uttar Pradesh. I t p r e s e n t s the true p i c t u r e 
o f the labour r e l a t i o n s s i t u a t i o n s in the s t a t e . Before 
going i n t o a d e t a i l e d d i scuss ion on labour re la t ions^ i t 
may no t be considered out o f p lace to d i s c u s s in a nut 
s h e l l s o c i o - economic back groiaid o f the state« the 
s i g n i f i c a n c e and s i z e of modem Indus tr ia l s e c t o r and the 
labour force employed there i n . 
H i s t o r i c a l Background 
In 1833 the then Bengal Presidency was d iv ided 
i n t o two p a r t s , one of which became the Presidency of Agra. 
In 1836, the Agra area was s t y l e d the North-West Province 
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and p l a c e d under a L i e u t . - Governor. The two 
p r o v i n c e s o f Agra and Oudh were p laced, in 1877, under 
one admin i s tra tor , s t y l e d L i e n t . - Governor of the North-
west P r i n c e and Chief Comm-issioner of Oudh. In 190 2, 
the name was changed to 'United Province o f Agra and 
Oudh', tinder a L i e u t . - Governor and the L i e u t . - Governor 
was a l t e r e d to Govemership in 1921. In 1935 the name 
was shortened to ' United P r o v i n c e ' . On Independence, the 
s t a t e s o f Rampur, Banaras and Tehri - Garhwal were merged 
with United Prov inces . In 1950,the name of the-United Provinces 
1 
was changed to Uttar Pradesh. 
Socio^Economic Background 
Uttar Pradesh i s the most populous s t a t e in Ind ia 
though wi th an area of 294413 Sq.Kins. Uttar Pradesh i s 
the fourth l a r g e s t s t a t e accounting for 8-9 percent o f 
I n d i a ' s t o t a l area . Uttar Pradesh has a s i g n i f i c a n t 
l o c a t i o n . I t l i e s between 23^52 and 31° 28 North 
l a t i t u d e and 77''l0 and 84 38 East l o n g i t u d e . On the 
north i t has i n t e r n a t i o n a l f r o n t i e r with Tibet (China) 
and Nepal . In the south, i t boarders on Madhya Pradesh. 
In the north west and west area Himachal Pradesh, Punjab, 
De l h i , Haryana and Rajasthan. The eastern boarder i s 
e n t i r e l y with Bihar. 
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Physical Features 
Broadly speaking, Uttar Pradesh can be divided 
into three d i s t i n c t regions, v i z . the Himalayan 
regions in the north, the Gangetic plain in the middle 
and Hi l l plateau ly ing to the south of Gangetic p l a i n . 
The Himalayan region which i s mountainous and traversed 
by several ranges from the bare region of perpetual snow 
to densely wooded h i l l s i s sparsely populated. The next 
region i s the a l luv ia l Gangetic plain which covers the 
major portion of the s t a t e . This plain i s watered by the 
Yamuna, the ganga and i t s northern tr ibutaries . This densely 
populated region i s most v i t a l to the economy of the s t a t e . 
The third Vindhyan H i l l s and Plateau region i s a part of 
the central Indian Plateau and forms a strip along the 
southern boarder of the s ta te , th i s region i s not densely 
populated. 
Uttar Pradesh l i e s in the Warm temperature Zone 
but great variation in the climate occur on account of 
a t t i tude . In January the temperature ranges from 12.5° 
to 17.5°C and in May from 27.5°c to 32.5°C with extremes 
of 45 C or more during the April-June. In the north western 
8S 
d i s t r i c t s winter i s very severe . The whole of the s t a t e 
ge ts major share of r a in from the middle of June to the 
middle of September. Ra in - fa l l v a r i e s from 100 to 200 cms, 
in Himalayan region to 60 to 120 cms. in the p l a i n s . 
Yamuna* Ganga* Raraganga* Gomati and the Ghaghara are the 
main r i v e r s which rank among the l a r g e s t of the country. 
They a re snow fed and hence the flow of the water i s 
p e r e n i a l . Except the Gomati, a l l o t h e r s emerge from the 
Himalayas. 
Populat ion 
Ut tar Pradesh with a populat ion of 138.76 mil l ion 
in 1991 i s the S t a t e with the l a r g e s t populat ion 
amongst a l l s t a t e s in Ind ia and accounts for about 16.2 
percen t of the coun t ry ' s t o t a l p o p u l a t i o n s . 
The densi ty of populat ion in the S ta te was as hlgii 
as 471 persons per square kms. a s a g a i n s t the a l l India 
avei-age of 267 during 1991. The annual increase of 
populat ion during 1981-91 was 25,16 percen t (All India : 
23.50 p e r c e n t ) . The number of fonales pe r 1000 males was 
882 in the s t a t e as compared" to 929 in the whole of I n d i a . 
30 
The ra te of l i t e racy i s 41.71 percent and comparative 
figure of India i s 52.11 percent in 1991. 
Agriculture 
The economy of the s ta te i s mostly agrarian. 
Agriculture i s the most important sector of the s t a t e ' s 
economy contributing 60 percent of the State* s domestic 
product. I t engages 86 percent of the population of the 
s t a t e , out of which 75% of the to t a l workers are working 
as agr icu l tu ra l labour and cu l t iva tors . 
The State i s the largest producer of (18 percent 
of the cotmtry* s total ) grain and oilseeds in the country. 
I t leads a l l the s ta tes in the quality of production of 
wheat, maize, gram, barley# potatoes and sugarcane. 
About one th i rd of country's total wheat, nearly half of 
the barley and more than one-third of the gram and gur 
are produced in U.P. Among the cash crops, the State 
accounts for over two f if ths of the sugarcane, and three 
fourth of the repassed and mustard, more than one th i rd 
of the linseed and and more than one fourth of the season 
produced in the coxjntry. Animal husbandry i s the nost 
!?I 
important ec»nomic a c t i v i t y in the State next to 
agriculture. 
Minerals 
Large reserves of s i l i c a sand exhist in the State 
and i t has a share of 80 percent in the All India 
production. The s t a t e has the second largest reserves 
of limestone in the country about 7800 mill ion tonnes 
out of about 20900 mi l l ion tonnes. These are found 
sui table for cement. Sugar^ paper and other chemical 
industr ies . High dolomite suitable for use in flux in 
the s tee l industry in a lso avai lable . Recent finds of 
coal in Mirzapur d i s t r i c t have placed U.P. on the NationaO. 
Energy Map, which has reserves of about 1000 million tonnes 
of second and third grade coal . A large area in Bundelkhand 
has Vast reserves of bauxite* copper, cobalt and Iron 
ore. Magnisite reserves are estimated at 10 million tonnes. 
A potential reserves of nearly three mill ion tonnes of 
non-plast ic f i re -c lay has been explored in Mirzapur 
d i s t r i c t . The s ta te has substantial reserves of pure 
white marble suitable for making white and coloured cement, 
chips and chemical l ime. About 75 percent of the total 
g lass sand avai lable in India i s produced in U.p. 
'Ic 
Indust r ia l Bconomv 
Uttar Pradesh has had a pioneering record in 
indus t r i a l i sa t ion . During the middle of the century, on 
account of a variety of reasons, UP Slid back in i t s 
posit ion amongst the indust r ia l i sed s ta tes of the cotintry. 
I t i s however, encouraging to note that the State i s 
now attaching greater importance to the growth of the 
indust r ia l sector . I t has beenobserved zhat faster economic 
development of the s t a t e wil l be possible through indus-
t r i a l i s a t i o n thereby leading to employment and enrichment 
of revenues for development purposes of the State. The 
State has a l l the wherewithals for thegrowth oz indust r ies . 
The State has embarked on an ambitious industrial 
development programme to keep pace with other industr ial ly 
advanced s ta tes in the Country. 
The s ta te government has, therefore, been making 
a l l efforts towards a rapid and balanced industrial 
development of the s t a te by establishing large and medixim 
scale industr ies in the public and pr ivate sector and 
encouraging the se t t ing up of small scale and cottage 
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Special a t tent ion was paid during the Seventh 
Five Year Plan on progranroe aimed at the development of 
infrastructure f a c i l i t i e s , tp-grading of entrepreneurial 
and management s k i l l s and providing proper incentives and 
a t trac t ive terms to the entrepreneurs and ensuring 
a v a i l a b i l i t y of adequate supply of power and raw materials . 
As a resul t , the rate of industrial growth i s e^ipected to 
go up by over 12.5 percent. 
By the end of the Seventh Five Year Plan, 107 
Industrial Zones and 115 industrial e s ta te s had been 
establ ished in the s t a t e . With the object of making the 
development zone as the centre of future industrial 
growth, infrastructural f a c i l i t i e s are being developed 
\e block l e v e l . Under th i s programme one mini 
industrial e s ta te w i l l ultimat 
development block. So far sanction li?^*^" received from 
government for the establishm^it of 680 mini induJV^Sl 
e s t a t e . S i t e s have been selected for 389 of the sanctioned 
industrial e s ta t e s and land had been acquired for 182 of 
them. The number of mini Industrial e s ta te s i t e s developed 
so far stands as of now at 67, and work on the development 
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of another 105 e s ta te s i s in various stages of progress. 
Under a programme i n i t i a t e d i3y government of India 8 
development centres have been ident i f i ed in the s ta t e . 
Each centre wi l l occupy an area of 2000 acres in which 
infrastructural f a c i l i t i e s shall be developed at an 
9 
expenditure of Rs, 30 crores. 
Uttar Pradesh accounts for nearly 1/8th of the 
handicrafts production of the Country. The handicrafts 
products of Uttar Pradesh l ike carpets* art metalware* 
wood-word a r t i c l e s , chiken and Zardozi items, a r t i s t i c 
pottery, ebony carvings, wire inlay a r t i c l e s and leather 
products have earned a name for themselves not only in 
India but also in foreign Countries. Handicrafts provide 
employment to about 7 lakhs art isans and craftsmen in the 
s tate , who produce goods worth 29810 crores every year. 
Handicraft goods exported from Uttar Pradesh fetch foriegn 
9 
exchange of the value of Rs. 400 crores every year. . 
Signif icant progress has been recorded in the 
growth of the leather industry in the s ta te . Whereas 
formerly i t vas Just a cottage industry, there are now 
several modem medium and small scale industrial units 
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in which leather tanning, f inishing and cream tanning 
i s done on modem l i n e s . The Uttar Pradesh Leather 
Development and marketing Corporation has se t \xp 
community technical f a c i l i t y centres in the d i s t r i c t s o f 
Fatehpur, Bastl and Unnao with the object of technical 
upgradation of leather manufacture operation. Whereas 
the to ta l turn over of the corporation in the year 1988-89 
was Rs. 253.89 l a l ^ s . i t rose to Rs. 275.30 lakhs in the 
year 1989-90. A leather town ship w i l l be establ ished 
in Agra in the year 1990-91. 
There has a l so been s ignif icant progress in the 
f i e l d of Khadl and v i l l a g e industries . Formerly there 
were only 26 cottage industries included in the area of 
Khadl and v i l l a g e Industries, but now any cottage industry 
which i s engaged in production with or without the use of 
e l e c t r i c power and i s established at a place with a 
population not exceeding 10,000 and in which the f ixed 
capi ta l Invested per 1 unit of employment generation does 
not exceed Rs. 15,000 wi l l come under the category of 
v i l l a g e industry and shall be e l i g i b l e for various special 
f a c i l i t i e s l i k e loans on very low rates of in teres t , e t c . 
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The handloom indus t ry i s a l so the most irrtoortant 
co t tage indus t ry of the s t a t e . After Tamil Nadu and 
Andhra Pradesh^ the s t a t e of Ut ta r Pradesh, has the h ighes t 
number of weavers and volume of handloom c lo th product ion . 
About 15 lakhs weavers in the s t a t e earn t h e i r l ive l ihood 
through the handloom indus t ry , Handloom c lo th production 
which was 653.96 mi l l i on meters in the year 1988-89, rose 
to 660,88 mi l l i on meters in the year 1989-90. The year ly 
turn over of the s t a t e handloom corporat ion has shown a 
steady increase over the y e a r s . The annual turnover in 
the year 1988-89 was of the value of Rs. 92,77 c rores , which 
11 
went up to Rs. 105 c ro re s in the year 1989-90. 
The t e x t i l e i ndus t ry i s one of the important 
i n d u s t r i e s i s the Corporate sector of the economy of the 
s t a t e . I t i s the second l a r g e s t organised industry next 
to the sugar only, p rovid ing means of sxibsistance to over 
one lakh workers, 
A number of l a r g e publ ic sector en t e rp r i s e s have 
been e s t a b l i s h e d in the s t a t e , the Hindustan Aeronautics 
L td . a t Lucknow, the Bharat E lec t ron ics Ltd . a t Ghaziabad, 
the Indian drugs and pharmaceuticals a t Rishikesh, 
S lngrau l i Coal f i e l d a t S ingrau l i , Scooters India L td . a t 
Lucknow, Indian Telephone I n d u s t r i e s , Naini and Rae B a r e l l i , 
the Diesel Locomotive factory a t Varanasi, the Bharat 
Heavy E l e c t r i c a l L td . Unit a t Haridwar e t c . Thus, the 
38 
publ ic sector enterprises are playing a v i t a l role in the 
f i s c a l a c t i v i t i e s of the State . Out of 80 public sector 
enterprises , 3? belong to central public sector and 43 
to the s ta te public sector. The state government i s 
encouraging text l ie , sugar* electronic and cement industr ies . 
The Uttar Pradesh s ta te Texti le corporation (UPSTC) has 
se t up eight spinning m i l l s with a capacity of 25000 
spindles which has been increased to 50000 spindles to 
meet the requirements of handloom sector. Seven new 
sugar m i l l s each with the ins ta l led capacity of 1230 
12 tonnes per day have been ins ta l l ed . 
The Industrial growth of Uttar Pradesh i s well se t 
on i t s way to progress. At present there are 21 projects 
es tabl i shed by the central govemmait in the s tate , with 
a capital investment of Rs. 139,910 lakhs providing 
employment to 59490 people. Central government has 
natiionallsea 9 pujolic sector units with investment of 
Rs* 66.86 crores . These units are employment oriented 
since 41241 people are engaged in them. Apart from. 
Central government enterprises , these are 29 s ta te public 
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sector enterprises . Providing employment to 22947 people. 
An amount of Rs, 251.48 crores has been invested in these 
enterprises . Large and medixsn industr ia l Enterprises in 
Joint sector numbered 33 with investment of Ss. 766.69 
crores providing jobs to 6367 employees. In cooperative 
sector* there are 44 industrial enterprises with a 
capital investment o f Rs. 1798.23 crores, providing means 
of subsistance to about 37537 people. In so far as the 
private sector i s concerned, there are 6273 registered 
units (Registered under Indian Factories Act, 1948) with 
a capital investment of Rs. 275997.37 lakhs. The 
employment provided by t h i s sector i s also substantial 
13 i . e . 518544 people are engaged in i t for production. 
Thus there has been arapid growth of large and 
medium scale industries in the s tate over the years. 
The laying of gas p ipe - l ine to supply gas to the s tate from 
Bombay Hig^ has opened up the prospect of starting new 
industr ies . Two gas based f e r t i l i z e r plants have 
already been set up and have started production. Other 
large industrial uni ts that have come up are automobilies, 
photo-copiers, chemicals, polyster f iber, p l a s t i c chips. 
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colour p i c tu re tubes* watches sheet moulding ccrnpounds/ 
s t e e l tubes, galvanized s t e e l e t c . All these i n d i s t r i a l 
un i t s es tabl ished in recent years have s ta r ted production. 
There are bes ide , proposals for es tab l i sh ing various 
o ther la rge sca le i n d u s t r i a l un i t s involving an out lay of 
a to ta l Rs, 7000 c rores . These p ro jec t s include 2 gas based 
f e r t i l i z e r p l a n t s , 1 gas cracker p l a n t , 1 aromatic conplcac, 
1 p l a s t i c filament u n i t , 1 o p t i c f iber p ro jec t , 1 ethyleno-
gycol p r o j e c t , 1 po ly s t e r propolene manufacturing u n i t and 
a photo-film p r o j e c t . 
Various promotional Corporations have been s e t up 
by the s t a t e Government to proiiote i n d u s t r i a l development 
in speci f ic areas to ensure a balanced all-round pzxxiress 
in the i n d u s t r i a l f i e l d . These a re mainly U.P, s t a t e 
Indus t r i a l Development Corporation L td . , The Pradeshiya 
Indus t r i a l and Investment Corporation of U.P, Ltd . , U.P. 
Indus t r i a l and Investment Corporation^ Small Industr ies 
Corporation Ltd. U.P. Export Corporation. L td . , U.P. 
S ta te Mineral Development Corporation L td . , U.P. S ta te 
Leather Development Marketing Corporation L td . , U.P. s t a t e 
Braasware Corporation L t d . , U.P.Financial Corporation L td . , 
So 
indus tr i e s . Whereas there were 1#10#710 small scale 
industr ia l units in the state at the end of the Sixth 
Five Year Plan# their number has gone up to 2*16«251« at 
the end of the Seventh Five Year Plan period. Likewise* 
s ign i f i cant progress has also been recorded in the area 
of large and medium scale industr ies . Some 690 large and 
medium scale industr ia l units with a to ta l capital outlay 
of Rs. 3575 crores had been set up in the s tate up to the 
end of the Sixth Five Year Plan period. Their number has 
gone up to 939 at the end of the Seventh Five Year Plan. 
The to ta l capital outlay in them being Rs. 7842.98 crores . 
S^oart from t h i s State ' s economic a c t i v i t i e s during 
economic planning have been largely contributing to 
industr ia l growth by a l locat ing huge amounts on indestr ia l 
development programmes. A sum of Rs. 637 lakhs or 4.15% 
has a l located during f i r s t plan period which increased 
to Rs. 1292 lakhs or 5.54% during second plan and Ks.2084 
lakhs or 3.72% during third plan. I t continued increasing 
subsequently and stood at Rs. 43077 lakhs or 6.63% during 
s ixth plan. In the f i r s t three years of seventh plan i . e . 
(1985-88), the amount al located for industrial development 
was Rs. 38881 lakhs or 6.09% of the to ta l plan a l locat ion .^ 
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U.P, Slectronic Corporation Ltd. , U.p. Mionrities Finance 
and Development Corporation, and U,P, Cement Corporation Ltd, 
A new industr ial policy has been announced to 
have the way for an accelerated and balanced industr ial 
development in the s t a t e . Special emphasis has been la id 
in t h i s new Industr ia l policy s tatement on a balanced 
economic development in the s t a t e . Sections of the 
population l ike scheduled castes, scheduled Tribes and 
other weaker sections that have so far remained outside 
the mainstream of economic development are being 
encouraged to set up the industr ial uni ts by extending 
to them special f a c i l i t i e s for the purpose. Efforts 
are being made to generate more and more enployment 
opportuni t ies for them through the establishment of 
indus t r i e s . The concessions and other f a c i l i t i e s are being ^ 
provided related to investment and production performance. 
Revival of sick indust r ia l units i s being taken up in 
earnes t . A target of set t ing up 3 lakhs small industr ies 
uni ts and about 5000 large and medium scale industr ial 
units a t an estimated to ta l outlay of Rs, 20 thousand 
crores , has been set for the Eight Five year Plan period. 
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The target for the year 1990-91 Is the establishemait 
of 30 thousand small scale units and 40 thousand 
handicrafts u n i t s . 
Industrial Earolovment 
According to the 1981, population cencus, the 
proportion of worJcing population in Uttar Pradesh was 
29.32 percent which i s l e s s than the a l l India average 
i . e . 33.4 percent. Out of th is labour force, 58.02 
percent were engaged as cul t ivators and th is labour force, 
58.02 percent were engaged as cul t ivators and 16.32 percent 
as agricultural labour. In a l l 74.34 percent were engaged 
in agricultural and a l l i e d a c t i v i t i e s . I t i s because of 
the agrarian nature of the economy. The state population 
has higher rural composition than a l l - India average mainly 
due to weak industr ia l base of the s ta te and large 
dependence of the population on land. But now the 
occupational structure of the s tate i s changing ana a 
large number of persons who were c l a s s i f i e d as cul t ivators 
in 1971 have been reported as working in the household 
industry. In other words, there i s a dr i f t of population 
IQ3 
from agricul tural to non-agricultural occupations mainly 
due to low agr icul tura l productivity, more specifically 
because of fragmentation and sub-division of land holdings. 
Data noted below show trend in the occupational s tructure 
of the s ta te v i s -a -^ i s of the coimtry for a comparlsion. 
TASItB 3 ^ 
Category 
1. C u l t i v a t o r s 
2 . Agr icu l tura l 
Labours 
3 . Household 
Industry 
4 . Other workers 
SOURCE •> Census 
U. P 
1971 
58 .52 
23.09 
1.23 
17.16 
f o r the 
Emoloyment in Factories 
1981 
58.02 
16.32 
4.39 
21.27 
India 
1971 
43.30 
26.30 
3.50 
26.90 
1971 and 1981 
1981 
41.53 
25.15 
3.99 
29.32 
A comoarison of industrial employment of top ten 
states in India during 1971 and 1988 has been exhibited in 
the following table. 
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A cursury glance over the data r e v e a l s that 
the factory en^loyment of a l l the s t a t e s was 3918 
thousands during 1961 which i n c r e a s e d continously and 
went up to 7905 thousands during 1988. I t Indicates 
t h a t the rank of Uttar Pradesh was 4th or 8,53 percent 
o f t h e t o t a l anployment in 1961, However* in 1971, i t 
secured Vth p lace with a s l i g h t d e c l i n e in employment. 
After 1982, the p o s i t i o n o f Uttar Pradesh has remained 
s i x t h with a marginal d e c l i n e but even than more than 
7 percent o f the t o t a l i n d u s t r i a l employment was provided 
in Uttar Pradesh's f a c t o r i e s . Among o ther s t a t e s 
Maharastra and West Bengal cons tant ly ranked 1 s t and I l n d 
p o s i t i o n r e s p e c t i v e l y . Tamil Nadu and Gujrat ranked 
3rd and 4th p o s i t i o n except ing the year 1961 when Tamil 
Nadu was p laced 5th in terms o f fac tory employment. 
Andhra pradesh* s rank was 6th and 8th during 1961 and 
1971 r e s p e c t i v e l y but i t secured Vth p l a c e af ter 1981 
and maintained i t t i l l 1988 which reveal s a fas ter ra te 
o f i n d u s t r i a l growth in the s t a t e . The ranks of Bihar, 
Madhya Pradesh and Punjab are a t the end and i n d i c a t e s 
no more development of i n d u s t r i e s i n t h e s e s ta tes* 
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But in percentage terms there i s substantial 
improvement in these s ta tes however the s ta tes l ike 
Maharashtra and West Bengal constantly ranked 1s t and 
I lnd showed a decline in industr ial employment as 
percentage of to ta l en5>loyment« 
Problems of Labour Relations and 
Settlement of Industr ia l Disputes 
The problems of labour re la t ions in U.p, are as 
old as the beginning of modern industr ies in the s ta te 
i t s e l f . The progress of indus t r ia l i sa t ion in the 
development of trade unions and interferences of the 
Government has changed the ent ire pat tern of labour re la t ions 
in the s t a t e . Today every agent involved in production -
capi ta l nianaganent or Labour signif icantly contributes 
in i t s own way for i t s success, "Capital and management 
without labour would be s t e r i l e and labour with out 
capi ta l / and management would be disorganised, i l lequiped 
and ineffec t ive . Therefore, while aiming a t i t s social 
object ive, the industry has to serve the needs and 
protec t the in teres ts of various par t i c ipan t s in 
production. 
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Untl l l recently the s tate had only agro-based 
Industries such as cotton t e x t i l e , sugar/edible, o i l s , 
paper products e t c . Now other industries l ike 
e l e c t r i c i t y generation, ra i l road equipment, e l ec t r i ca l 
machinery, basic industrial chemicals, cement and 
aluminium industries have come up» Therefore U.P« s l ided 
back in terms of industr ia l i sat ion and economic well -
being on account of a variety of reasons. Thus lop-s ided 
development of industr ies leads to a number of problem of 
labour re la t ions . These problems are solved throu^ a 
s e t of c e n t r a l / s t a t e . Labour l e g i s l a t i o n s , which are 
administrated by Uttat Pradesh labour Department to maintain 
peaceful labour re la t ions in the s t a t e . In the following 
pages, problems of labour relat ions in U.P. have been 
discussed in d e t a i l s . 
yrade Unionism in U.P. 
Workers in Uttar Pradesh were completely 
unorganised and unconcious of their rights and strength 
in early years of industr ia l i zat ion . Their employment 
and i t s terms and conditions were ent ire ly at the mercy of 
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the employers. They ^^^ ^o a l ternat ive but to abundance 
the i r Jobs to express dissat isfact ion either with the 
work or the management. Hopeless p l i g h t and severe 
exploi ta t ion of labour led to the formation of some 
associat ions for protecting the ignorant working people 
u n t i l l the Great War. But, these early organizations 
were not trade Unions in the real sense. These were 
phi lanthrapic and humanitarian associations for promoting 
workers welfare, representing the i r cases to various 
committees,commissions e t c . 
The real beginning of trade unionism came much 
l a t e r im Uttar Pradesh, I t was only in 19 28 that the 
f i r s t regular trade union in th i s s ta te was registered 
under the name of Kanpur Mazdoor Sabha. Since then 
the progress of trade unions in th i s s ta te has been steady 
and continous because t i l l the beginning of the second 
world war, workers were afraid to'combine due to the i r 
ignorance and unhelpful a t t i tude of the employees. During 
1928 - 29, there were only 4 registered trade unions, 
with membership of 12179 members which became 10 in 
1935 - 36, 81 in 1945 -46, 1102 in 1962-63. 
I D b 
The number of r e g i s t e r e d union rose to 2488 and 2636 during 
1983 and 1984 r e s p e c t i v e l y which r e v e a l s a marked 
Improvement in the ntanber of Union and Unity of the 
work force in the s t a t e . The l a t e s t p o s i t i o n has been 
mentioned in t h e fo l lowing t a b l e : 
TABLE 3 ,2 
Showing the number of r e g i s t e r e d trade Union5and 
membership o f Unionsreporting membership in 
Uttar Pradesh during the year 1985 - 8 9 . 
No. o f Reg i s tered Union report ing 
s e a r Trade Itaions membership (LaWis) 
11.87 
12.24 
12.32 
11.64 
N.A. 
1985 
1986 
1987 
1988 
1989 
2758 
2932 
3137 
3102 
3230 
SOURCE _ Annual Reports Department of Labour, 
Government of Uttar Pradesh. 
no 
Above given t a b l e e x h i b i t s the number o f r e g i s t e r e d 
trade unions and membership of unions report ing membership, 
I t r e v e a l s t h a t the number of r e g i s t e r e d trade Unions, 
increased from 2758 in 1985 to 3102 in 1988 an increase o f 
344 unions over 1985 which further rose to 3 230 during 
1989. The number of members has a l s o r i s e n from 11.87 
lakhs in 1985 to 12,32 laJchs in 1987 thereby an increase 
of 0»45 lakhs members over the same p e r i o d . However, the 
number has marginally come down to 11,64 lakhs in 1988, 
Thus, the pos t independence per iod wi tnessed an 
un-preceedented and rapid growth of trade unionism Uttar 
Pradesh p a r t i c u l a r l y because of the enactment of the 
I n d u s t r i a l Disputes Act 1947, which emphasized the need of 
workers unions in the formation of works conxnittees and 
C o n c i l i a t i o n Boards for early and s a t i s f a c t o r y sat t lement 
of d i s p u t e s . 
I n d u s t r i a l Disputes 
I n d u s t r i a l d i sputes which c o n s i s t of s t r i k e s and 
l o c k - o u t s are the most important Index o f labour r e l a t i o n s 
Ill 
In modem industr ies . These are the economic sanctions 
which are resorted to by different conf l ic t ing grotps.as 
the l a s t measure when a l l p o s s i b i l i t i e s of reaching an 
amicable solution f a i l . The use of s t r ikes and lockouts 
as economic sanctions in labour relat ions i s not very 
old in Uttar Pradesh. Until the beginning of the second 
world war, despite of greater c lass consciousness among 
workers and development oftrade unions, s tr ikes were 
not common. Any attempt to go en strike was looked down 
upon, l ikewise , the resort to lockout was s t i l l rare. 
Since the beginning of thewar, the number of industrial 
disputes has increased but presently the labour re lat ions 
situation in the s tate i s improving with a decline in 
industrial s t r i f e as i s clear from the following data. 
Data mentioned in the table exhibi ts the total 
number of industrial disputes in Uttar Pradesh during 
1980-89. I t reveals that the number of industrial d i l u t e s 
was 176 in 1980 which rose to 193 in 1982, thereafter, i t 
started decl ining continuously (excepting the year 1986 
when i t increased marginally to 115) and stood at 86 in 
1989 reg is ter ing a dec l ine .of 55,4 percent over 1982. I t 
a lso r e f l e c t s a decrease in the involvement of workers. 
l U 
TABLE - 3,3 
Showing t h e nvmiber of I n d u s t r i a l D i s p u t e s i n 
U t t a r P r a d e s h d u r i n g the y e a r 1980 - 8 9 , 
Year 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
1989 
Number of 
I n d u s t r i a l 
D i s p u t e s 
176 
191 
193 
174 
147 
112 
115 
111 
88 
86 
Workers 
involeved 
( lakhs) 
1.12 
0 .82 
1.35 
0.59 
0.45 
0.47 
0.57 
0.50 
0.46 
0.35 
Manda/s l o s t 
(Lakhs) 
8.50 
14.74 
8.05 
7 .62 
9 .82 
7 .71 
6.69 
16.04 
17.08 
11.35 
SOURCE - Annual Repo r t s Department of l a b o u r . 
Government of U t t a r P r a d e s h . 
The nisnber of workers involved in t h e i n d u s t r i a l 
d i s p u t e s has come down from 1.35 l akhs in 1982 t o .35 l a k h s 
in 1989 I n d i c a t i n g a d e c r e a s e of 747 p e r c e n t over 1982. 
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Inferences to be drawn from the analysis of mandays l o s t 
shows thfit of mandays l o s t as noted as 8.50 lakhs in 1980 
which rose to 14.74 lakhs in 1981/ has declined substan-
t i a l l y to 11.35 lakhs in 1989 showing a decl ine of 33.6 
percent over 1988. 
Thus, the labour r e l a t i ons were some what cordial 
and peaceful in genera l . Mandays l o s t show a r i s e t i l l 1988 
desp i t e a reduction in the number of workers involvement 
in i ndus t r i a l d i spu te s . As a r e s u l t , disputes are becoming 
prolonged in na ture . But overa l l improvement in the 
number of i n d u s t r i a l disputes promises healthy growth of 
i n d u s t r i a l sec tor in the s t a t e . 
Causes of Indus t r i a l Disputes 
There i s no one s ing le cause for i ndus t r i a l disputes 
in Ut ta r Pradesh. The causes are inany economic and non-
economic. The following table shows a cause-wise c l a s s i -
f icat ion of indus t r i a l disputes during the year 1985-89. 
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TABLE - 3 .4 
Showing the cause-wise c l a s s i f i c a t i o n o f 
I n d u s t r i a l d i spute In Uttar Pradesh 
during the year 1985 » 8 9 . 
Causes Number o f Dispute 
Wages/D.A. 
Bonus 
Retrenchment 
I mpl emen ta t i o n 
of awards 
Others 
Total 
1985 
25 
07 
40 
-
40 
112 
1986 
48 
17 
25 
-
25 
115 
1987 
42 
09 
28 
-
32 
111 
1988 
22 
06 
18 
4 
38 
rS 
1989 
14 
4 
26 
3 
39 
86 
SOURCE - Annual reports . Department o f Labour< 
Government of Uttar Pradesh, 1989. 
An a n a l y s i s of i n d u s t r i a l d i s p u t e s in Uttar Pradesh 
•hy causes reveals that wages and d e a m e s s allowance, bonus 
and retrenchment were the main causes o f i n d u s t r i a l d i s p u t e s 
in Uttar Pradesh. Apart from t h i s , o t h e r category has a l s o 
remained a major cause o f i n d u s t r i a l d i s p u t e s . I t further 
adds tha t during 1986 retrenchment d i l u t e s were high in 
no 
40 out of 112 disputes followed by wages and D.A* and 
bonus causing 32 disputes in a l l . Other causes of 
industrial disputs which includes industrial d i sc ip l ine 
promotion^ termination, sympathy s tr ikes , misbehaviour, 
mass as sau l t and abuses or petty quarrels e t c , caused 40 
disputes during the same year. During 1986, out of the 
total d isputes , 65 were held due to wages and D.A* and 
bonus. Retrenchment and other causes each were 
responsible for 25 disputes . More or l e s s the same 
trend was pers i s t ed in 1987. In 1988, 28 disputes were 
reported because of wages and D.A . and bonus, retrenchment 
and other category each caused 18 and 38 disputes 
respect ive ly . Implementation of awards was re^ons ib l e 
for 4 disputes during the same year. Wages and D.A. 
caused 14 bonus 4, implmentation of awards, 3 other causes 
39 disputes but the number of disputes due to retrenchment 
increased to 26 during 1989. Thus a number of the disputes 
were held because of economic causes. I t i s worth noting 
that more s tr ikes in recent years have been caused due to 
non-financial consideration.Industrial Labour has started 
agi tat ing for such i ssues which have no or l i t t l e f inancial 
bearing and the re la t ive significance of non-financial 
consideration I s l ike ly to Increase in the years to come. 
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Duration-wise c l a s s i f i c a t i o n of I n d u s t r i a l Disputes 
Duration of i n d u s t r i a l d isputes in Uttar Pradesh 
has va r i ed from year to y e a r . The following tab le 
p re sen t s t he dura t ion wise c l a s s i f i c a t i o n of i n d u s t r i a l 
d i s p u t e s . 
TABLE - 3.5 
Duration wise c l a s s i f i c a t i o n of I n d u s t r i a l 
Dispute in Ut ta r Pradesh during 1985 to 1989. 
Per iod Y E A R 
1 to 3 days 
3 to 7 days 
7 to 15 days 
15 to 30 days 
30 to 60 days 
60 to 90 days 
More than 90 da 
1985 
27 
24 
18 
20 
15 
05 
lys 03 
1986 
25 
18 
23 
27 
10 
07 
03 
1987 
23 
23 
18 
17 
18 
05 
07 
1988 
21 
13 
08 
13 
17 
07 
09 
1989 
15 
10 
22 
18 
13 
05 
07 
Total 112 115 111 88 86 
SOURCE - Annual r e p o r t s . Department of Labour, 
Government of Ut ta r Pradesh. 
117 
A duration of industrial disputes re f l ec t s the 
seriousness of the disputes. Data noted in the above 
mentioned table revealed the duration ofthe industrial 
disputes during 1985 to 1989. I t was observed that 3 
disputes took time duration of more than 90 days, and 
27 disputes took time of 1 to 3 days in 1985. During 
the year 1989, the 15 disputes took 1 to 3 days duration. 
In t h i s period only 7 disputes touk nu3re than 90 days 
time duration. The f inal analysis of the table reveals 
that majority of the disputes continued for l e s s than 
30 days. Disputes last ing for more than 90 days have been 
n e g l i g i b l e . I t was mainly due to major i ssues or where 
workers and management demonstrated an uncompromising 
a t t i tude , strilces and lock-outs, resul t ing therefore 
tend to be prolonged. 
Settlement of Disputes 
S c i e n t i f i c machinery for settlement of industrial 
disputes contributes in i t s own way towards better labour 
re la t ions . I t provides the scope and means for quick 
disposal of industrial disputes to both the part ies i . e . 
labour and management. In Uttar Pradesh Trade Dispute 
lis 
Act, 19 29 provided for the establishment of courts of 
Enquiry and Boards of ^sncentration respectively for 
investigation and settlement of indus t r ia l disputes. 
The Act was amended in 1938 to provide for the appointment 
of concil-at ion officers for mediating in or promotings 
the settlement of the disputes . But i t remained pract ica l ly 
unuti l ized in Uttar Pradesh. However, in 1937, a Laboua: 
Office was set up in Kanpur for sat isfactory disposal of 
disputes and maintenance of harmonious labour re la t ions . 
In 1947, the Government of India enacted i t s Indust-
r i a l Disputes Act, providing a permanent machinery for 
of 
the indust r ia l disputes which i s combination/conciliation 
voluntary arbi t rat ion and adjudication. I t provides for 
Concilation Boards, appointment of a rb i t r a t o r s with theconseiit 
both po r t i e s concerned and labour courts and industrial 
t r ibune ls . Accordingly the U,P, Indus t r ia l Dispute Act 
1947 was passed whidi came into force w.e.f, Feburary 
1948, Since then i t i s serving as a basis of the machinery 
for the settlement of industr ia l disputes in the s ta te , 
although as per needs and experiences gained from time to 
time, the same has been amended many times. 
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Working of the Machinery for 
settlement of Indus t r ia l Dispute 
The Conciliation and Adjudication machinery are 
being used as instruments for settlement of dispute in 
Uttar Pradesh, There i s no doubt that a large number 
of indus t r i a l disputes are setteled by Conciliation in 
Uttar Pradesh. The following data provide sjcme idea of 
the range and efficiency of the CDncilation Board in 
Uttar Pradesh during 1985 - 1989. 
Showinq t h e w o r k i n a 
B o a r d s 
Y e a r 
1985 
1986 
1987 
1988 
1989 
SOURCE 
i n U t t a r 
T o t a l 
d i s p u t e s 
76 26 
7 9 8 1 
9395 
9366 
8968 
- A n n u a l 
lASL^ 3 .6 
o f t h e C o n c i l a t i o n 
P r a d e s h d u r i n a 
Number o f 
s e t t l e d 
6262 
6185 
7533 
7544 
6723 
1985-1989 
d i s D U t e s 
u n s e t t l e d 
1364 
1796 
1862 
1822 
2245 
r e p o r t s . D e p a r t m e n t o f L a b o u r , 
% o f d i s p u t e s 
s e t t l e d t o 
t o t a l d i s p u t e s 
8 2 . 1 1 
7 7 . 4 9 
8 0 . 1 8 
8 0 . 5 5 
7 4 . 9 7 
Government of Uttar Pradesh. 
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I t i s infered from the table that vast majority 
for which b i p a r t i l e solutions are not feasible come to 
Conciliation Boards, i t has been truely conci l ia tory. The 
Conciliation Officers t i ^ to bring the pa r t i e s together and 
help in amicable settlement of disputes. The table shows 
the working of the conciliation Boards during 1985 to 1989. 
I t reveals tha t the performance of the conciliation machinery 
does not appear to be unsatisfactory since more than 75 
percent of the disputes during eadi year under review have 
been se t t l ed through t h i s machinery. 
Voluntary arbi t ra t ion as a means of settlement of 
indus t r ia l disputes i s not much popular in the State, so 
far a small number of disputes on whicii fa i lure reports are 
received by the Government from the concil iat ion Officers 
are referred to a rb i t r a to r s . Moreover, as no time l imi t 
i s prescribed for giving the award, a rb i t r a to r s generally 
take a l o t of time in disposing of the disputes . Even 
the working of the adjudication machinery has not been 
encoureging. I t can be seen from the following table . 
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Showing the working of labour 
courts in U.P. During 1985-1989 
Year 
1985 
1986 
1987 
1988 
1989 
SOURCE 
Total 
Di sputes 
7440 
7809 
9034 
9778 
11292 
- Annual 
No. o f dec ided 
d i s p u t e s 
2709 
1830 
2642 
2867 
2993 
No, of un-
decided 
d i s p u t e s 
4731 
5979 
6392 
6911 
8299 
Percentage of 
decided d i s p u t e s 
to t o t a l d i s p u t e s 
36.41 
23.43 
29.25 
29.32 
26.51 
Reports, Department o f Labour, Uttar Pradesh, 
The data exhibited in the table reveals the number 
of total d i l u t e s referred to labour courts during 1985-1980-
Number of decided and xmdecided disputes has also been 
mentioned in i t . I t r e f l e c t s that in 1985, 7440 disputes 
were referred to labour courts of which 2709 or 36.41 
percent were disposed off . In 1989, the number of disputes 
referred to labour courts was 11292 of which 2993 or 26.51 
percent were decided. Thus the overall performance of 
I2 i 
labour courts in s e t t l i n g the disputes i s not satisfactory 
in U.P., but i t can not said to be unsatisfectory since 
oftenly about or more than 25 percent of the disputes 
have been se t t l ed through labour courts which i s ofcourse 
of no l e s s s ignif icance but i f compared to concil iat ion 
machinery i t i s unsignif icant . 
Likewise the labour courts^ the working of 
Industrial Tribtmals a lso does not appear to be ful ly 
sat isfactory as i s c lear from the following table . 
TABLE 3 . 8 
Showing the working of Industrial 
Tribunals in U«P. during 1985-1989. 
Total No. of decided No. of un- Percentage of 
®^  Disputes disputes decided decided disputes 
disputes to total disputes 
1985 
1986 
1987 
1988 
1989 
SOURCE 
2034 
1909 
1811 
2045 
1970 
- Annual 
957 
668 
644 
744 
501 
R e p o r t s , Depa 
1077 
1241 
1167 
1371 
1469 
r tment o f 
47 .05 
34 .99 
35 .56 
36 .38 
25 .43 
Labour, U.P. 
12. 
Data regarding the worklr^ of Industrial 
Tribunals reveals the poor performance in disposing off 
the d i sputes . The number of total dispute referred was 
2034 In 1985 of which 957 or 47.05 percent were through 
Industr ia l Tribunals, however, 1077 or 52.95 percent 
remained undecided. In 1984, in a l l , 1970 disputes were 
referred to Industrial tribunals of which 501 or 25.43 
percent were disposed off and 1469 or 74,6 percent could 
not be disposed off due to ine f f i c i ent working of the Indus-
tr ia l Tribunals in the Sate. 
Conclusion 
To conclude i t can be said that in general labour 
re la t ions in the s tate with a decrease in the number of 
industrial disputes have remained hy and large peaceful . 
Harmonious labour relat ions promises healthy growth of 
industr ia l sector in Uttar Pradesh. Causewise c l a s s i f i c a t i o n 
of the disputes re f l ec t s that in recent years, more 
s tr ikes have been caused due to non-financial con side ratlonas 
or industr ia l d i sc ip l ine , promotion , termination s tr ikes 
in sympathy with the fellow workers. Duration-wise data 
reveals that most of the disputes have lasted for l e s s 
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than one month. The niimber of disputes continuing for more 
than three months has been negl igible . The machinary 
provided for the settlement of indus t r ia l disputes which 
consis ts of concilation, arbi t ra t ion and adjudication can 
not be regarded as sat isfactory. Concilation Boards have 
been proved as in^jortant instruments for se t t l ing disputes. 
However, the working ofthe arbi t ra t ion and adjudication 
machinery does not appear to be highly sat isfactory. 
In the next chapter, our aim will be to examine the 
performance and growth of t ex t i l e Industry of India in 
general and of Uttar Pradesh in pa r t i cu l a r . 
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C H A P T E R - IV 
TEXTILE MILLS IN UTTAR PRADESH - A STUDY 
IN PERFORMANCE AND GROWTH 
In the foregoing chapter i t was pointed out that 
laixjur relations situation in Uttar Pradesh has remained 
by and large peaceful. The number of disputes i s dec l i -
ning year after year which promises healthy growth of 
industrial sector in the State. The pces&it chapter high-
l ights growth/ development and performance of text i le 
industry of India in general and of Uttar Pradesh in part i -
cular. Trends of the production of cloth and yam/ employ-
ment* exports and the causes of low productivity have been 
discussed in order to have a broader idea of the performance 
of t e x t i l e mills of Uttar Pradesh. 
The t e x t i l e industry in India i s one of the o ldest , 
largest and organized industries . I t i s the f irst major 
industry to develop among the modem Indian industries. I t 
i s the isase on which the pyramid of the industrial sector 
of the country has been bu i l t . The t e x t i l e industry has 
been occupying a pivotal place by virtue of i t s s i z e , 
employment/ i t s contribution to the domestic product/ 
exports and i t s s ignif icant share in the industrial produc-
t ion. The t e x t i l e industry i s composed broadly of three 
IZ'6 
mutually exclusive and d i spa ra t e organized mill s ec to r , 
namely the Puol ic /Pr ivate /Oooperat ive , decentralized power 
loom sec to r and the handloom sec to r . 
The t e x t i l e indus t ry has grown considerai>ly over 
the per iod . When India ecnbarked on a planned econoudc 
development o£ the country the organized mil l sec tor had 
378 t e x t i l e mi l l s o£ which 103 were spinning at i l ls with a 
capaci ty o£ 1.81 mil l ion spindles and 275 were coofx^site 
mi l l s having a capaci ty o£ 9.13 mil l ion spindles and 1.94 
lakh looms. In the decentra l ized sec to r there were only 
23,800 powerlooms in the powerloom sector and 28 lakhs 
handlooms in the handloom sec to r . Currently, the pos i t ion 
however, i s tha t there a r e 1051 mil ls in the organized 
sec to r of which 770 a r e the spinning mil ls and 281 are 
composite mi l l s with an i n s t a l l e d capacity of 26,59 mill ion 
spindles 1.81 lakh looms (as i s c l e a r from table 4.0) 
working a t a low u t i l i z a t i o n r a t e of 70 percent and 65 per -
cent respec t ive ly in the organized mi l l sec to r , whereas 
the decentral ized s e c t o r , underwent a spectacular expansion 
with more than 10 lakh powerlooms in the powerloom sec to r 
and the handloom sec to r stepped up to reach 40 lakh l«nd-
looms. Around 7 mil l ion spindles and 56,000 looms a r e 
pe ren ia l ly out of operation in the mil l sec tor due to 
I2S 
Government's restrict ions on dismantling of obsolete 
equipments. The ac t iv i ty i s mostly l imited to a single 
sh i f t working in the powerloom sector , which results in the 
low prx)ductivity of the t e x t i l e industry in general. To 
reverse these trends t ex t i l e po l i c i e s were formulated in 
1978, 1981 and 1985. The major objective of a l l pol ic ies 
have been to increase the production of cloth of acceptable 
quality at reasonable prices to meet the clothing require-
ments of a growing population. In addition to the above 
noted main object ives , the new Texti le Policy of 1985, also 
focussed on the problem of large sca le employment. The 
pol icy has restricted the t e x t i l e industry on the basis of 
the manufacturing process, namely, spinning, weaving and 
processing taking an integrated view. The policy has also 
t i l t e d towards a more multifibre approach, while continuing 
to give cotton i t s predominant posit ion and towards this 
and substantial capacities in man-made fibre and yam have 
been created in ord«r to promote blaided fabrics in tuoe 
with the consumer preferences. As follow up to the new 
Textile Policy objectives, a number,of measures both f i sca l 
and structural have been implemented. The following table bring 
into l i ght the growth of Indian t e x t i l e industry since 1951. 
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TABLE - 4t 1 
Showing the capacity, u t i l i z a t i o n In the Text i le 
Indust ry in India during 1981 ~ 1989 
( ins t a l l ed^ % ' dinstalledO % 
Yesir (Spindles (UtilizaO Looms 4 Ut i l l za 
i (Mill ion4tion d (OOO) i t ion 
74 
59 
57 
63 
62 
61 
65 
64 
SOURCE- Annual Reports, Ministry of Text i les 
Government of India , New Delhi. 
Data noted in the above table reveals that the number 
of i n s t a l l e d spindles increased from 22.22 in 1981-82 to 
26.36 mil l ion in 1988-89, while on the other hand the number 
of looms has decreased by 5,23 percent i . e . from 2,10,000 
in 1981-82 to 19,9000 in 1988-89. Capacity u t i l i z a t i o n of 
spindles decreased from 74 p e r c ^ t in 1981-82 to 69 percent 
in 1988-89 and looms from 74 percent in 1981-82 to 64 percent 
in 1988-89 (as i s evident from the table) • 
1981-82 
1982-83 
1983-84 
1984-85 
1985-86 
1986-87 
1987-88 
1988-89 
22.22 
22.91 
24.28 
24.42 
25.02 
26.10 
26.25 
26.36 
74 
65 
64 
69 
73 
72 
70 
69 
210 
210 
210 
210 
210 
208 
199 
199 
13 
Fibre Oonsumption In Text i le Industry 
The Government of India i s allowing ful l freedom to 
t e x t i l e indus t ry to s e l e c t any raw mater ia l / for sa t i s fy ing 
the changing preferences and tas tes of consumers, for 
su i t ing economic o r operat ional considerat ions . The t ab l e 
given below shows the est imates of f ib re requirements for 
I n d i a ' s t e x t i l e indus t ry during seventh plan to 200O. 
TABLE - 4.2 
Showing the est imates of Fibre Requirements for 
Text i le Industry 
{ Sev*>nth S 1990 0 1995 } 2000 
Fibre fl Plan OOOO tonsOooo tons J COO tons 
0(1985-90)0 0 0 
Cotton 
Cellulosic 
Fibre 
P.S.F. 
Acrylic & 
Misc.Fibre 
Filaments 
Total 
1552 
(82.4) 
97 
( 5.2) 
62 
( 3.3) 
23 
( 1.2) 
149 
( 7.0) 
1883 
(100) 
1700 
(80.4) 
125 
( 5.9) 
105 
( 5.0) 
25 
( 1.2) 
160 
( 7.5) 
2115 
(100.0) 
1966 
(77.3 ) 
180 
( 7.1) 
170 
( 6.7) 
27 
( 1.0) 
20O 
( 7.9) 
2543 
(100.0) 
2288 
(74.7) 
235 
(7.8) 
245 
(8.0) 
33 
(1.1) 
260 
(8.4) 
3061 
(100.0) 
MOTS- Figures within brackets give percentage of t o t a l . 
SOURCE- Annual Reports/ Ministry of Tex t i l e s , Government 
of Ind ia , New Delhi . 
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Pattern of Production 
There are two aspects of the o a t t e m of production 
of c l o t h in India; the trends in t>roduction and the compo-
s i t i o n of production. Over the period of two decades, the 
trends in the to ta l production of c l o t h Increased by about 
40 percent , recording an annual rate of growth of only 
about 1,7 percent . In other words, growth in the t e x t i l e 
industry has come almost to a stand s t i l l s i n c e 1960's . 
The second important feature of the pattern of 
production i s the composition of output . Cloth produced 
in the m i l l s ec tor can be c l a s s i f i e d in to f i v e groups 
( i ) Cbarse (11) Medium B, ( i i i ) Medium A, ( Iv) Fine and, 
(v) superf ine . The f i r s t two ca tegor ies of c loth gene-
r a l l y meet the c lothing requiremctfits of the weaker sec t ions 
of the s o c i e t y . The Government's t e x t i l e p o l i c y has made 
i t o b l i g a t o r y for the m i l l s to produce these two categories 
of c l o t h in a certain proiaortlon to t h e i r t o t a l output. The 
proportion of superior q u a l i t y of c l o t h to to ta l output, 
however, has been increasing over the years . 
Production of Fabrics in India 
The production of c l o t h by m i l l s e c t o r during 1950-51 
to 1989-90 has been shown in the fol lowing tab le . 
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TABLE - 4«3 
Showing t h e t r ends of Product ion of c l o t h by m i l l 
S e c t o r d u r i n g 1950-51 to 1989-90 
( i n Mi l l i on Sq.Metres) 
5 5 5 p-
Y«:.ar * Cotton i loo% man i Blended 0 Tr^*•^^ 
" • *^  0 Fab r i c s} made f i b r e Fabr ics 0 " 
ft 0 Fabr ics i ft 
1950-51 
1960-61 
1970-71 
1 9 8 0 - 8 1 
1983 -84 
1984-85 
1985-86 
1986-87 
1 9 8 7 - 8 8 
1988-89 
1989-90 
SOURCE-
3 , 4 0 1 
4 , 6 4 9 
4 ,055 
3 , 4 3 4 
2 , 7 0 4 
2 ,619 
2 ,716 
2 , 5 9 4 
2 ,346 
2 ,122 
2 ,087 
1} Economic 
13 
03 
02 
04 
04 
05 
06 
09 
05 
05 
04 
Survey 
-
-
107 
730 
799 
808 
822 
880 
827 
821 
690 
1990-91, p . 
3,414 
3,652 
4,164 
4,168 
3,507 
3,432 
3,544 
3,483 
3,178 
2,948 
2,781 
S-37 
2) Handbook of s t a t i s t i c s on T e x t i l e s 
I n d u s t r y , ICMP, Bombay. 
3) I n d i a n T e x t i l e B u l l e t i n 1989-90. 
TABLE - 4,4 
Showing the trends of Production o f Cloth by 
Decentralized Sector during 1950-51 to 1989-90 
J 3 G 
Cotton 0 100% man ft Blended i r t-^ i ? Grand 
^®^^ Fabrics Jmade flbreO Fabrics ft Totai j Total 
1950-51 
1960-61 
1970-71 
1980-81 
1983-84 
1984-85 
1985-86 
1986-87 
1987-88 
1988-89 
1989-90 
SOURCE-
814 
2089 
3547 
4934 
6037 
6421 
9751 
10133 
10280 
10133 
10651 
287 
547 
949 
1346 
1749 
1691 
3080 
3384 
3531 
4003 
4142 
1) Economic survey 
— 
-
63 
540 
465 
470 
838 
937 
988 
llOO 
1148 
1 9 9 0 - 9 1 , 
1101 
2636 
4559 
6820 
8251 
8582 
13669 
14454 
14799 
15236 
15941 
p . S - 3 7 . 
4515 
6288 
8723 
10988 
11758 
12014 
17213 
17937 
17977 
18184 
18722 
2} Handbook of S t a t i s t i c s on Text i l e s 
Industry, ICMF, Bombay. 
3) Indian T e x t i l e B u l l e t i n 1988-89. 
The data given in the above tab les reveal the trends 
of production of fabrics in India by mi l l s e c t o r as well as 
J36 
decentral ized s e c t o r s . Table(4,3) indicates that the t o t a l 
fabr ics production (Ootton, lOCrA man-made and Blended fabr ics) 
in mi l l s ec to r was recorded a t 3414 mil l ion square metres 
during 1950-51 which increased to 365 2 million square metres 
and 4164 mil l ion square metres during 1960-61 and 1970-71 
r e spec t ive ly . In 1980-81, the production of a l l fabr ics 
stood as 4168 mil l ion square metres which s ta r ted decl in ing 
(excepting the year 1985-86) continuously and came down to 
2781 mil l ion square metres in 1989-90 - ref lec t ing a sharp 
decl ine of 33.28 percent over 1980-81. 
In sofar aa the production of decentralized sec to r 
i s concerned, the production of Ootton fabr ics , 100% man-
made fabr ics and blended fabrics a l l have shown a s i g n i f i -
cant r i s e . Whereas the production of a l l fabrics was 1101 
mil l ion square metres in 1950-51 which has undergone a 
continuous increase and in 1960-61 i t was 2636 mill ion Sq. 
metres and 4559 mil l ion Sq. metres in 1970-71. The Pro-
duction of fabrics has shown a notable growth mainly 
since 1980-81 when i t was recorded a t 6820 mill ion Sq. 
metres and reached to the tune of 15941 million Sq. metres 
in 1989-90 r e g i s t e r i n g an increase of 133.7 perc«i t over 
1980-81. 
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A glance over the t o t a l fabrics production by a l l 
sec tors shows tha t as a whole the production of fabrics 
has increased from 4515 mil l ion Sq. metres in 1950-51 to 
6288 mil l ion Sq. metres in 1960-61 and 8723 million Sq, 
metres in 1970-71. I t went up from 10988 million Sq,Metres 
an 
in 1980-81 to 18722 mil l ion Sq, metres in 1989-9<yincrease of 
170.39 percent over 1980-81, Thus the f inal analysis of 
the data reveals t ha t the production of fabrics in mil l 
s ec to r has fa l len down a f t e r 1980-81 because of Government 
po l icy to encourage the handloom and powerloora sectors and 
low pjroductivity of m i l l s . Consequently/ the production 
of fabr ics in decentral ized sec to r has increased s i g n i f i -
cant ly over the years . 
Production of Yam in India 
The following table exhibi ts the trends of production 
of spun yarn by t e x t i l e mi l ls during 1950-51 to 1989-90. 
TABLE - 4,5 
Showing the trends of production of Y^m by 
mil l s ec to r during 1950-51 to 1989-90 
(in mil l ion Kgs.) 
iCotton 4 lOOX ] Blended J Total Spun 
Year ( Yam \ man-raadej Yarn \ Yam 
1950-51 
1960-61 
1970-71 
1980-81 
1983-84 
1984-85 
533 
788 
929 
1067 
1112 
1183 
11 
15 
65 
87 
75 
70 
— 
. 
22 
144 
134 
129 
Oontd. 
544 
803 
1016 
1298 
1321 
1382 
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Table contd . . . . 
1985-86 1253 72 
1986-87 1302 80 
1987-88 13 21 82 
1988-89 1302 91 
1989-90 1367 95 
129 
144 
15 2 
169 
177 
1454 
1526 
1555 
1562 
1639 
SOURCE- 1) Economic Survey 1990-91^ p . S - 3 7 . 
2) Handbook of S t a t i s t i c s on T e x t i l e s 
I n d u s t r y / ICMP, Bombay. 
3) Ind i an T e x t i l e B u l l e t i n 1989-90 
Above noted d a t a r e v e a l s t h a t t he product ion o£ spun 
yam ( i n c l u d i n g c o t t o n , 100% man-made and blended yarn by 
m i l l s e c t o r ) has shown a cont inuous r i s i n g t r e n d . I t was 
544 m i l l i o n Kgs. i n 1950-51 r o s e to 803 m i l l i o n Kgs. and 
1016 m i l l i o n Kgs. du r ing 1960-61 and 1970-71 r e s p e c t i v e l y . 
I t f u r t h e r r o s e to 1298 m i l l i o n Kgs. i n 1980-81 and under -
went a sha rp r i s e through ou t e i g h t i e s * I t was recorded 
as 1639 m i l l i o n Kgs. in 1989-90 i n d i c a t i n g an i n c r e a s e 
of 26.27 p e r c e n t o v e r 1980-81. Thus i t can be sa id t h a t 
the performance of sp inn ing m i l l s i s however much more 
b e t t e r than weaving m i l l s . 
Trends in T e x t i l e s Exports 
The Ind ian t e x t i l e i n d u s t r y holds a premier p o s i t i o n 
in t h e n a t i o n ' s economy, jspart from performing the importeuit 
13S 
function of c lothing the domestic populat ion , i t i s a 
major foreign exchange earner through the exports o f i t s 
manufacture. At present exports of t e x t i l e ( f a b r i c s , 
made-ups and yam) and c lo th ing (other than jute and co ir ) 
account for about 25 percent o f the t o t a l exports from 
India and c o n s t i t u t e s around 10 percent of the to ta l domes-
t i c production of t e x t i l e s . There has been a considerable 
growth in the export of cer ta in items such as ready-made 
garments, vrool and woollen i t e m s , man-made t e x t i l e s , c o i r 
products , s i l k and handicraft products . 
The Government o f India has made a s e l e c t i v e 
approach in recent p o l i c y to promote the export of Indian 
t e x t i l e products . Exports of t e x t i l e s have been showing 
a r i s i n g trend as i s evident from the table No.4.6. 
Data given in the t a b l e presents exports of Indian 
t e x t i l e s during 1961 to 1988. A bird eye view on the 
data reveals that the exports of cotton c l o t h have increased 
from Rs.44.16 crores in 1961 to 338.87 crores in 1987 r e g i s -
tering an increase of over s i x times over 1961. Exports 
of cotton yam have a l s o increased s u b s t a n t i a l l y from a 
marginal of Rs, 3.73 crores in 1961 to 327.94 crores in 
1987 ind icat ing a r i s e of about e igh ty seven times over 
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the same per iod . Exports of apparel an<3 hosiery rose 
from Rs. 11.77 and Rs. 0 .38 crores In 19 71 to Rs. 1255.81 and 
Rs. 277.90 crores r e s p e c t i v e l y In 1987 - an increase of more 
than one hundred f i v e times and 730 times over 19 71. 
Inprovetnents have a:.so taken p l a c e In the exports of hand-
loom cotton c l o t h and manufactures which rose from Rs.9,18 
crores and Rs, 6.45 crores in 1971 to Rs. 96.53 crores and 
Rs. 118.77 crores in 1987 thereby an increase of over nine 
times and 17 tiroes r e s p e c t i v e l y over 19 71. Powerloom cotton 
c lo th exported to o t h e r countr ies was recorded at Rs.0.78 
crores in 1971 rose cont inuously to Rs. 46,85 in 1987 
a r i s e of f i f t y nine t imes . F i n a l l y the to ta l export 
earnings through the exports of t e x t i l e s went up from 
Rs. 60,10 crores in 1961 to Rs. 2693,95 crores in 1987 r e g i s -
tering a r i s e of about 44 times over 1961. Thus i t i s 
s a t i s f y i n g to note that the t e x t i l e industry has already 
crossed the export targets assigned to i t in the seventh 
Five Year Plan. 
Stere of Ind ia ' s T e x t i l e EScports in 
World T e x t i l e Exports 
In the fo l lowing tab le an attempt has been made to 
present the gllmps of I n d i a ' s share in world t e x t i l e exports 
during 1970 to 1987. 
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Data noted in the t ab le reveals tha t the share of 
India in the world 's exports of cotton fabrics woven has 
come down from 6.8 percent in 1970 to 3.4 percent in 1987. 
s im i l a r l y the share of f a b r i c s , woven of man-made fabric 
has recorded p e r c ^ t i b l e ~decl ine from 4.8 percent to 0.2 
percent over the same per iod . However* there i s an in?>rove-
ment in the exports of t e x t i l e fabr ics woven, otner t ten 
of cotton or man-made f ib re which witnessed on increase, 
from a marginal of 0.8 percent to 3.8 percent over the 
same per iod . Thus i t c l e a r l y ind ica t e s tha t recent ly , the 
demand for cotton fabrics woven and f a b r i c s , woven of man-
made f ibre has declined whereas, there i s an a t t r a c t i v e 
demand for t e x t i l e f abr ics . 
Direction of Trade 
According to a Report published in 'Economic Times' , 
I nd i a ' s t e x t i l e exports to the U.S.A. increased from 
Rs.1137.4 mill ion in 1987 to Rs. 1253.2 mil l ion in 1988 
showing a s l i g h t improvement in the market s tore from 12.04 
percent to 12.14 percent . 
Exports to the USSR has also r i sen considerably 
during the year 1988 amounting to Rs. 1173.4 millions from 
144 
Rs. 838.3 m i l l i o n s in 1987 - an increase of 39,97 percent 
over previous year . 
While the t o t a l exports to SEC countries during the 
year 1988 d e c l i n e d s u b s t a n t i a l l y from Rs. 4207.9 mi l l i ons 
to Rs. 3379,5 m i l l i o n s ind ica t ing a d e c l i n e of 19.69 percent 
over 1987. With the re su l t* SEC's share in Indian t e x t i l e s 
overseas market dropped to 32.74 percent in 1988 from 44.54 
percent in 1987. 
Though the t o t a l t e x t i l e exports have increased in 
recent years / as the data given in table i s ample evidence 
of t h i s growth/ these achievements were poss ib l e only due 
to various export promotional measures taken by the 
Government o f India to increase the exports of t e x t i l e s . 
Role o f the Government to increase 
the Export of T e x t i l e 
India has acquired vigorous competit ive pos i t i on 
among the c a p i t a l i n t e n s i v e Industries of the developing 
countr ie s / because of higher percentage of exports from 
this industry in recent years . With a view to promote 
the exports of t e x t i l e industry/ the Government has taken 
the fol lowing important s t e o s : 
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1) Sophis t icated garment manufacturing machines 
not manufactured in India a re allowed to be 
irrported, often with a concessional import duty. 
2) A t e x t i l e modernization fund of Rs.750 crores 
has heen created for f a c i l i t a t i o n of moderni-
zation of t e x t i l e indus t ry . 
3) Ceilings of cotton yam exports have been raised 
or e l iminated. 
4) The Fashion Technology I n s t i t u t e in Delhi for 
education/ reseatx;h and t ra in ing in the areas 
of fashion design for garment manufactured has 
been s e t up. 
5) sxport subsidies have been revised upward and 
new types of apparel have been made e l i g i b l e 
for support . 
6) Under 100?4 Export Oriented Units (BCUS) and 
Free Trade zones (FTZS) scheme/ f a c i l i t i e s for 
l i b e r a l import of c ap i t a l goods and raw material 
alongwith many other concessions are provided, 
7) Govemm^it has been giving l i b e r a l ass is tance 
for sponsoring and funding promotional a c t i v i -
146 
t i e s such as market s t u d i e s / b u y e r - s e l l e r meets, 
p a r t i c i p a t i o n in in ternat ional trade f a i r s and 
exhibi t i o n s . 
8) The duty drawback rates for cott<»i garments have 
been increased to 10 percent . 
9) I n c a i t i v e s to export garment and knitwear to 
non-quota countries are being provided. 
10) Many items of raw mater ia l / fabr ics are permitted 
to be innported under Duty Free REP Scheme and 
the Import-Export Pass Book Scheme. 
11) The scope of Advance Licencing and Pass Book 
Scheme has been widened and procedures have been 
s i m o l i f i e d . 
12) Permission for use of foreign brand names for 
domestic s a l e s has been granted in case of 
ready-made garments with the s t i p u l a t i o n that 
only indigenous fabrics are used; at l e a s t 75 
percent of the production i s exported and no 
r o y a l t i e s are allowed on domestic s a l e s . 
14 
Employment in T e x t i l e Industry 
India i s one of the l a r g e s t t e x t i l e industr ies in 
the world in terms of employment p o t e n t i a l s . I t provides 
employment to about 20 percent of a l l indus tr ia l workers in 
the country, around 150 m i l l i o n people d i r e c t l y or i n d i r e c t -
l y g e t t h e i r subs i s tance from th i s industry. The following 
table shows the employment in t e x t i l e industry during 1981-82 
to 1988-89. 
TABLE - 4 .8 
Showing the Einployment in T e x t i l e Industry in India 
during 1981-82 to 1988-89 
5 
Year 0 Snployment ( in Mi l l ions) 
5 
1981-82 120.3 
1982-83 118.4 
( - 1.58) 
1983-84 118.2 
( - 0 .17) 
1984-85 N.A. 
1985-86 121.0 
1986-87 117.2 
( - 3 .14) 
1987-88 142.0 
(21.16) 
1988-89 147.0 
(3 .52) 
SOURCE - Annual Reports, Ministry of T e x t i l e s , Government 
of India , New De lh i . 
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The tab le c l ea r l y indicates that the employment has 
increased from 120.3 mill ion in 1981-82 to 147.0 mil l ion 
in 1988-89 r eg i s t e r ing a growth of 22.19 percent . Though, 
there occurred a decl ine of 1.58 percent^ 0.17 percent and 
3.14 pe rcen t in the years 1982-83, 1983-84 and 1986-87 
r e spec t ive ly over t h e i r previous year, in recent years 
employment has been increas ing . 
Labour Relations in Tex t i l e Industry 
Labour r e l a t ions in t e x t i l e industry are not s a t i s -
fac tory . Despite the underlying expectation of continued 
labour management amity through s t r u c t u r a l elements ou t -
l ined by the Government, t e x t i l e industry especia l ly of 
the a l l India l eve l has he&n marked more by conf l ic t r a t he r 
than by cooperat ion. A ready i l l u s t r a t i o n could be t t e t 
of recent prolonged s t r i k e of the Bombay Text i le workers. 
The following tab le shows the number of mandays 
l o s t in I n d i a ' s t e x t i l e industry v i s - a -v i s a l l i ndus t r i e s 
during 1981-1990. 
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TABLE -
Showino Mandavs l o s t i n : 
Year 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
1989 
1990 
SOURCE-
during ] 
Cotton 
T e x t i l e 
4381 
( 1 9 . 4 2 ) 
58532 
( 6 6 . 1 8 ) 
15924 
( 3 3 . 9 8 ) 
4434 
( 1 9 . 3 7 ) 
6533 
( 2 2 . 3 4 ) 
5942 
( 1 8 . 1 4 ) 
4001 
( 1 9 . 4 1 ) 
6893 
( 2 0 . 3 1 ) 
2760 
( 1 8 . 1 8 ) 
858 
( 6 . 8 1 ) 
Var ious I s s u e s 
4 . 9 
Lndian T e x t i l e 
L981-1990 
4 
Indus t r y 
w o o l . S i l k 1 
and S y n t h e t i c ft 
T e x t i l e s d 
253 
( 1 . 1 2 ) 
954 
( 1 . 0 8 ) 
1322 
( 2 . 8 2 ) 
419 
( 1 . 8 3 ) 
321 
( 1 . 9 8 ) 
1749 
( 5 . 3 4 ) 
96 
( 0 . 4 7 ) 
1339 
( 3 . 9 4 ) 
3217 
( 2 . 1 1 ) 
278 
( 2 . 2 1 ) 
o f Handbook o f 
(Thousand) 
A l l I n d u s t r i e s 
Total 
22561 
(100 .00 ) 
88440 
(100 .00 ) 
46858 
( 1 0 0 . 0 0 ) 
22886 
(100 .00 ) 
29239 
(100 .00 ) 
32748 
( 1 0 0 . 0 0 ) 
20617 
( 1 0 0 . 0 0 ) 
33947 
(100 .00 ) 
15182 
(100 .00 ) 
12591 
(100 .00 ) 
Labour S t a t i s t i c s , 
Ministry of Labour, Government of India , New Delhi, 
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An indicated in the above tab le from the years 1981 
to 1990 under review, t e x t i l e s accounted for almost one 
f i f t h (20%) of the to t a l raandays l o s t in Indian indus t r ies 
t i l l 1988. There a f t e r the number of mandays l o s t i s 
exhibi t ing a downward trend and only 6.81 percent of t o t a l 
mandays l o s t were placed on records during 1990. The 
incidence of conf l ic t reached to i t s a a l l time high in 
1982 (66.18) accompanied by a considerable decl ine in the 
next year (33.98%). Number of mandays l o s t in wool, s i l k 
and syn the t i c fabric t e x t i l e was recorded very nominal 
excepting 1986. Thus, there prevailed some peace in tex-
t i l e s during recent post i t may be a t t r i b u t e d to overal l 
dec l ine in the number of mandays l o s t in a l l i n d u s t r i e s . 
Regional d i s t r i bu t i on of Text i le Indust ry 
in India 
The t e x t i l e industry in India i s dispersed in almost 
a l l the s t a t e s of country but the s t a t e s l i k e Maharashtra, 
Gujarat , Tamil Nadu, Andhra Pradesh and Ut t a r Pradesh have 
remained i t s chief cen t res . Both mi l l s and decentral ized 
sec tors a re concentrated in these s t a t e s . Thus, the indus-
t r y i s region spec i f i c . 
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The presen t study en t i t l ed "Labour Relations in 
Tex t i l e Mills of U.P.«* i s mainly confined to the s t a t e of 
Ut ta r Pradesh a discussion of the growth* development and 
performance of t e x t i l e indus t ry of Ut tar Pradesh is being 
made in the follovdng pages . 
Tex t i l e Indust ry in Ut t a r Pradesh 
The t e x t i l e indus t ry holds a prominent posi t ion in 
the economy of the s t a t e of Ut tar Pradesh. I t is important 
to the i n d u s t r i a l s ec to r of the s t a t e occupying the third 
posi t ion and fourth pos i t ion in resoect of both loomage 
and s p i n d r ^ ^ p in Ind ia . Though, the S ta te does not grow 
much co,£toai!tat the end of 1960/ there were 17 spinning 
and 16 compo^te mi l l s accounting for 9.56 lakh spindles 
and 0.13'iaich looms. In terms of spindleage and loomage 
the s t a ' t e ' s S+va^e were almost 5.5 percent and 6,2 percent 
« • » 
respec t ive ly of ' ; the t o t a l a l l India capaci ty . 
Handloom sec to r plays an imoortant ro le in the 
t e x t i l e s e c t o r of the S t a t e . This sec to r i s geographically 
spread over both in ru ra l and urban a r eas . The cot tage 
industry'provide?}*;employment to about 15 lakh weavers. More 
15£ 
than 2 lakh handlooms (out of 40 lakh handlooms in India) 
have been employed for producing d i f fe ren t va r i e t i e s of 
fabrics which range from coarse# 'garha ' to f ine orna-
mental s a r ee s , Etawah bed sheets« Banaras brocades and 
pure s i l k sarees and Mirzapur carpets and durr ies a r e well 
knovm in the country. 
Thus/ the t e x t i l e indus t ry of Ut tar Pradesh i s one 
of the important i ndus t r i e s in the corporate sec tor of 
the economy of the S t a t e . I t i s the second l a rges t orga-
nized indus t ry next to sugar , ^-flth a cap i t a l investment 
of about over fc. 24 c r o r e s , i t provides means of subs i s -
tance to more than 1/03,449 (or about 10 percent of the 
t o t a l employment of the t e x t i l e indus t ry ) . At present , 
the number of mi l l s in Ut ta r Pradesh stands a t 54 (placing 
the S ta te in f i f t h pos i t ion a t a l l India l e v e l ) , out of 
which 10 a re located a t Kanpur and the r e s t a t Ranpur, 
Lucknow, saharanpur, Dehradun, Agra, Aligarh, Modinagar, 
Moradabad, Ujhani, Allahabad, Meerut, Ghaziabad, Haatinapur, 
Maunath Bhnajan, Hathras e t c . out of 54 m i l l s , 39 a r e 
spinning mil ls and 15 a re composite (spinning cum weaving) 
mil ls accounting for 1792 thousand spindles and 12068 looms. 
However, in percentage terms spindleage and loomage of 
s t a t e were 6.74 percent and 6.67 percent , and holds fourth 
15, 
and th i rd ranks respect ive ly in a l l India capacity a t the 
end of J-iarch 1990 as i s c l ea r from the following table 
which revea ls the posi t ion of t e x t i l e indus t ry of Ut t a r 
Pradesh v i s - a - v i s of other s t a t e s of the country to have 
a c l e a r cut idea and comparison of t e x t i l e indus t ry of 
Ut ta r Pradesh with the t e x t i l e inclustry of o ther s t a t e s of 
the country aa on 31st March 1990. 
Showing 
Stat«»/Unlon i 
T e r r i t o r y ! s p g . 
i 
DAndhra 64 
Pradesh 
2)Assam 5 
3 )Bihar 4 
4)Goa 1 
5 )Gujarat 29 
6)Haryana 14 
7)Hiraachal 
P r a d ^ h 
8)Jannmu & Kaahmir2 
9 )Kamataka 3 2 
10)Kerala 24 
iDMadhya 9 
Pradesh 
l2)Maharashtra 44 
13 )Manipur 1 
1 4 ) 0 r i s s a 12 
15)Punjab 19 
16)Rajasthan 26 
17)Tamil Nadu 414 
1 8 ) U t t a r Pradesh 39 
19)West Bengal 24 
UNION TERRITORY 
D D e l h i 
2 )Pondicherry 3 
A l l I n d i a 770 
1 S t a t e - w i s e 
JOomp, 
2 
— 
2 
— 
90 
2 
-
— 
12 
5 
17 
78 
— 
1 
2 
8 
23 
15 
17 
4 
3 
281 
T e x t i l 
. jTota l 
66 
5 
6 
1 
119 
16 
4 
2 
44 
29 
26 
122 
1 
13 
21 
34 
437 
54 
41 
4 
6 
1051 
SOURCE- Indian T e x t i l e B u l l e t i n , 
TABLE - 4 . 10 
D i s t r i b u t i o n o f Cotton Man-made F ibre 
e M i l l s (As on 31 
Ospindle i RotorsO 
} Tooo) j } 
1493 
111 
109 
26 
4121 
277 
79 
38 
1069 
717 
829 
4977 
16 
346 
601 
817 
7644 
1792 
1188 
166 
171 
26587 
3368 
-
-
— 
7160 
1080 
336 
336 
528 
— 
3336 
5012 
— 
2600 
2736 
1416 
24104 
3024 
672 
168 
— 
. 3 . 1 9 9 0 ) 
Looms 
1246 
-
596 
— 
60482 
336 
-
-
5439 
1504 
9751 
62746 
-
1014 
1245 
3018 
8737 
12068 
8722 
2374 
1726 
55876 181004 
. Labour on 
1 i-r-i 1 1 
1 rox i 1 
36061 
4065 
4341 
851 
20565 
16388 
4490 
3652 
42531 
20449 
54575 
222452 
756 
20566 
29564 
47134 
179450 
103449 
70152 
14478 
9737 
1102306 
, M i n i s t r y o f T e x t i l e s / Government o f 
Ind ia , New Delhi . 
Production of cloth and yarn in 
Tex t i l e Mills of Ut ta r Pradesh 
The t e x t i l e indust ry of Ut ta r Pradesh i s an impor-
tan t t r ad i t i ona l industry and has unquestionable bearing 
on the i n d u s t r i a l economy of the S t a t e , considering i t s 
employment po ten t i a l and to the socio-economic contribution 
tha t i t makes in the l ives of the people of the S ta t e . The 
oercentage contr ibution of the S ta t e to a l l India production 
of yam and c lo th was almost 6.9 and 6,3 respect ively in 
1968, Bulk of the c lo th was in coarse and medium v a r i e t i e s 
only Recent Trends in production of cotton c loth and yam 
have been analysed in the following t ab l e . 
TABLE - 4.11 
Showing production of cloth and yarn in t e x t i l e 
industry of Uttar Pradesh during 1976-77 to 1989-90 
^ ~ Tci^^h \ ' ^ 
J Million Mtrs.j Mill ion Kgs. 
1976-77 
1979-80 
1980-81 
1982-83 
1983-84 
1984-85 
1985-86 
1986-87 
1987-88 
1988-89 
1989-90 
SOURCE- various 
225,5 
189.7 
206.9 
186.5 
200.8 
192.3 
209,2 
181.9 
170.3 
158.7 
110.2 
Reports of C.S.O. 
70 
58 
66 
104 
117 
127 
130 
121 
133 
128 
116 
155 
The above tab le r e f l e c t s the trends of production 
of c lo th and yarn in t e x t i l e industry of Ut tar Pradesh 
during 1976-77 to 1989-90. I t reveals a typical type of 
trend in the production of cotton c lo th . The production 
has increased in a l t e r n a t e years but could not cross the 
f igure of 250 mil l ion metres. But i f compare the figures 
of 1976-77 and 1989-90, i t has come down from 225.5 mil l ion 
metres in 1976-77 to 110.2 million metres in 1989-90 i n d i -
cat ing a dec l ine of 51.13 percent over 1976-77. Whereas 
the production of yarn has continuously increased t i l l 
1985-86, showed a dec l ine during 1986-87 and further went 
up to 133 mil l ion Kgs. in 1987-88. Thereafter i t s t a r t e d 
decl ining and came down to 116 mill ion Kgs. in 1989-90, 
But i f i t i s conpared to 1976-77 i t was only 70 mill ion Kgs, 
in t t e t year which increased to 116 mill ion Kgs. in 1989-90 
an increase of 65.71 percent over 1989-90. F ina l ly , i t 
can be said tha t performance of composite mi l l s i s not as 
good as of spinning mil ls in Ut tar Pradesh. I t i s mainly 
because of a number of factors which wi l l be discussed in 
the forthcoming pages. 
A Oomparative Study of Performance of Text i le 
Industry of U.P. with Text i le Industry of Northern Region 
A comparative study of production of c lo th and yam 
of U t t a r Pradesh with several o ther t e x t i l e mi l ls of 
15d 
northern India p a r t i c u l a r l y of Oelhi , Punjab, Haryana, 
Himachal Pradesh, Jararu & Kashmir and Rajasthan wi l l be 
helpful in having a broader idea about the posi t ion of 
the s t a t e ' s t e x t i l e indust ry . 
Trends of Production of Cloth 
The following data presents the production of cloth 
of a few northern t e x t i l e mil ls in recent years . 
The trends of production of c loth - a l l India and 
share of northen s t a t e s during tne pas t four years r e f l e c t 
tha t the t o t a l fabric production in the northern region as 
well as in the All India i s continuously dec l in ing . I t was 
3336.8 mi l l ion metres in 1986 which came down to 2648.6 
mi l l ion metres in 1989 - a decl ine of ?0.62 percent over 
1986, The share of northern mil ls was 310.3 mil l ion 
(or 10 percent) in 1986 which increased in the next year 
and with a share of 10,34 percent i t went up to 322.0 
mi l l ion metres in 1987, However/ i t declined to 241.1 
mi l l ion metres during 1989 indicat ing a f a l l of 22.30 pe r -
cent over 1986. But the share of northern region in a l l 
India production was s t i l l about lO percent . The tab le 
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fur ther reveals that the production of c lo th in t e x t i l e 
indus t ry of Ut tar Pradesh i s much .higher as compare to 
other s t a t e s of the northern Ind ia . Nhereas the produc-
tion of c lo th has come down from 181,9 mill ion metres in 
1986 to 110.2 million metres in 1989 r eg i s t e r ing a decl ine 
of 39.41 percent over 1986. The share of U.P . ' s t e x t i l e 
mi l l s was 5.45 percent in 1986 5.47% in 1987, 5.55 
percent in 1988 and 4.16 percent in 1989 in the to ta l 
fabric production of country. F ina l ly i t can be said that 
there i s a declining trend of c loth production in mil ls 
sec tor and increasing pa r t i c i pa t i on by the handlooms and 
powerlooms, the spinning sec to r as such continue to face 
problemsof surplus capacity and low and unremunerative 
p r i ces and pr ice res i s tance from the decentral ized sec tor 
and government pressures . 
Production of Yam 
The yam scenario in the northern region as well 
as in the All India level was much b e t t e r during 1989 than 
in the preceding years . I t was 1487.9 mill ion Kgs. in 
1986, reg i s te r ing an increase of 6.23 percent i t went up 
to 1580.6 mill ion Kgs. which rose s u b s t a n t i a l l y to 1638.9 
mil l ion Kgs. in 1989 - thereby an increase of 5.57 percent 
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over previous year . The share of northern mil ls v;as more 
or l e s s s tagnant to about 23 percent during the period 
under review. Table further indicates that among northern 
regions the p o s i t i a i of Ut tar Pradesh i s be t t e r than a l l 
s t a t e s of Northern India / however/ there i s a decrease 
in the producticMi of yam over previous years . In percen-
tage terms the share of t e x t i l e mil ls of Uttar Pradesh in 
the northern region t e x t i l e mi l ls was 44.54 percent in 1986, 
41.55 percent in 1987/ 42.40 percent in 1988 and 37.50 pe r -
cent in 1989. The trend in yam production 
of northern region v i s - a - v i s India during 1986 to 1989 a r e 
ref lec ted in the t ab l e No. 4 .13. 
Causes of low produc t iv i ty of Text i le Industry 
The t e x t i l e industry in India has been in the doldrums 
for the l a s t several years . Text i le industry of u t t a r Pra -
desh i s not exception/ the various causes of low produc t i -
v i t y which e x i s t in t e x t i l e industry of India a lso hampers 
the growth of t e x t i l e sec tor of the s t a t e . The main c o n t r i -
butors to t h i s s t a t e of a f fa i r s are as under ; 
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Inadequate and uncertain 3Ur;r)ly of 
Raw Mater ia l 
Tex t i l e mil ls of U.P. are suffering from an un-
precedented c r i ses because of high cotton pr ices and poor 
a v a i l a b i l i t y and due to t h e i r over-dependence on medium 
and shor t s t a p l e cot ton. 
Severe Power cuts 
Power a v a i l a b i l i t y for t e x t i l e mi l ls of the S t a t e 
i s no t reasonably s a t i s f a c t o r y . I t i s h i t ted by frequent 
peak load r e s t r i c t i o n s , t r ippings and breakdowns which 
d i s rup t s the working of mil ls and causes unnecessary wastage 
and l o s s . Apart from t h i s , U.P, s t a t e E l e c t r i c i t y Board 
(UPSEB) demands minimum charges from mil l s even for the 
c losure period which i s beyond the control of the manage-
ment. I t i s to be noted that by and l a rge the t e x t i l e 
mi l l s of Ut ta r Pradesh are already suffering from wide-
spread sickness and they a r e further being cripoled with 
add i t iona l burden l i k e above. 
Lack of Modernization & Technology Utxjradation 
There i s a heavy backlog of modernization and rehabi-
l i t a t i o n and i t i s said that th i s i s one of the primary 
1 6 ^ 
causes of i t s i n a b i l i t y to sa le both in i n t e rna l markets 
and for expor t s . The Integrated Text i le Policy of 1985 
has r i g h t l y recognized and emphasized the need for speedy 
modernization and technology upgradation to r e v i t a l i z e the 
t e x t i l e indus t ry . Pbwever/ the pace of modernization has 
been slow and hal ty and more so in the northern region. 
The d isburaa l of the Text i le Modernization Fund by the IDBI 
a l so presen ts a disappointing p i c t u r e . I t i s reported 
t h a t as on 31st December 1988/ out of Rs. 557 crores sanc-
tioned to 130 m i l l s , only about Rs. 282 crores have been 
disbursed covering 106 m i l l s . Many appl ica t ions a re s t i l l 
awaiting f ina l decis ion. The mil ls have not been ab le to 
generate s u f f i c i e n t in te rna l surplus funds to plough back 
money for modernization and technology upgradation adequate-
l y . 
In a d d i t i a i to inadequate and in ce r ta in supply of 
raw mater ia l s severe power cu t s , and lack of modernization, 
low capaci ty u t i l i z a t i o n ; high r a t e of excise d u t i e s , 
c r e d i t squeeze, lack of consumer's demand and obsole te 
of 
machinery a l so hamper the product iv i ty / indus t ry in genera l . 
These f a c t o r s , in addit ion to several other factors a r e 
responsible for low product iv i ty in general and worsening 
labour r e l a t i o n s in t e x t i l e industry in p a r t i c u l a r . 
IBS 
Growing sickness In Text i le Indust ry 
Text i le mi l ls of Ut ta r Pradesh a r e under great 
s t r a i n and most o£ them a re e i t h e r s i ck or a re on the 
verge of s ickness . I n d u s t r i a l s ickness has assumed 
alarming dimensions in the t e x t i l e m i l l s . The number 
of s ick mi l l s in India has increased from 162 in 1985 to 
186 in 1986 and 222 in 1989 with an amount of Rs.948.23 
crores as outstanding bank c r e d i t in respect of these 
new 
m i l l s . In 1990/ as p e r / l i s t the number of s ick mil ls 
(as per RBI Report) was 226. Out of which 57 were in Maha-
r a s h t r a , 54 in Gujarat, 22 in Tamil Nadu, 16 in Rajasthan, 
13 in West Bengal, 12 in Kerala, 10 in Ut ta r Pradesh and 
7 each in Punjab and Haryana e t c . I ndus t r i a l sickness i s 
no longer economic problem for the investors alone. I t 
i s a much wider and complex soc ia l malaise as weli> Million 
of workers and consumers a t l a rge stand to suffer as a 
result'^of i n d u s t r i a l s ickness . In developing countr ies , 
where-resources scarce , and t h e i r e f f i c i en t deployment i s 
has 
of paramount importance, the s t a t e / t o assume the ro le of 
. restor ing them to normal i n d u s t r i a l heal th with this objec-
t ive in view. National Tex t i l e Corporation (NTC) was 
established which, of course, continues to take over the 
s ick t e x t i l e mi l ls from the p r i v a t e hands t i l l they are 
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normal again. Inertia of NTC in expediting the measures 
to deal with the industrial sickness is yet another prob-
lem culminating into closure of mills. 
Data noted in the following table reveals the 
number of closed textile mills/ affected workers, spindles 
and looms in India during 1987 to 1990. 
TABLE - 4.14 
Showing the c l o s u r e o f cotton/man-made f i b r e 
t e x t i l e m i l l s i n I n d i a dur ing 1987 to 1990 
End o f p p . o f M i l l s j A f f e c t e d Number o f 
March j s p g . Ocomp.OTotal OSnindlesO % 0 LoomsO % jT^rkers* % 
0 } § {N". (OOO) i t N . ( 0 0 ) { }M.(000){ 
1987 49 41 90 2384 9 .13 259 12.45 127 10 .54 
1988 81 52 133 3358 1 2 . 7 9 332 16 .69 161 13 .0 8 
1989 83 59 142 3854 1 4 . 5 6 379 20 .61 186 16 .83 
1990 66 55 121 3394 1 2 . 7 6 340 19 .26 158 1 4 . 3 1 
SOURCE- Indian T e x t i l e B u l l e t i n , 1989-90 
The t a b l e g i v e n above r e v e a l s t h a t during the p e r i o d 
under rev iew wide spread s i c k n e s s p e r s i s t e d i n the t e x t i l e 
i n d u s t r y c u l m i n a t i n g i n t o c l o s u r e of a number of t e x t i l e 
I6o 
mil ls in India . This was due to the high raw malarial pr ices & 
un-economic opera t ions . The t e x t i l e scenario too was under-
going a quie t but pe rcep t ib le transformation moving towards 
a more mul t i - f ib re approach with d i f f e r en t product mix 
trying to ca te r to the changing consumer tas te and this 
cal led for a painful process of readjustments including 
technological capab i l i ty among the mil ls in whicn some mil ls 
which were b e t t e r equipped managed to adjust and came out 
successful ly while others were not so , fai led and t h e i r 
sickness got aggravated. In the o v e r - a l l tne scinning mills 
faired be t t e r 'vhile the composite sec tor was severa l ly h i t 
p a r t i c u l a r l y because of the growing powerloom sec tor . The 
number of closed mil ls during 1987-1990 which i s ref lec ted 
in g r ea t e r capacity^-wiae d e t a i l s in the table( 4.15). indicates 
t t e t the number of closed t e x t i l e mi l ls was 90 in 1987 
affect ing 2384 thousand spindles 2590 thousand looms and 
127 thousand workers which rose continuously ana stood a t 
142 in 1989 affecting 3854 thousand spindles 37.SO thousand 
looms and 186 thousand worker. In percentage terms 14.56% 
and 16.83% of spindles looms and workers respect ively 
were affected due to closure of m i l l s . However with the 
ass i s tance of the National T e x t i l e Corporation, and finan-
c i a l i n s t i t u t i o n s l i k e IDBI, the number of closed t e x t i l e 
mi l l s reduced to 121 during 1990, The number of affected 
]6o 
spindles / looms and workers also decln^ to 3394 thousand, 
34,9 thousand and 158 thousand respectively during the 
same period. 
TABLE - 4.15 
S t a t e / U n i o n 
Terr i t o r y 
S t a t e s 
Andhra 
Pradesh 
Bihar 
Gujarat 
Haryana 
Kamataka 
Kerala 
Madhya 
Pradesh 
Spg 
6 
1 
6 
2 
9 
1 
1 
Maharashtra? 
Rajas t tan 4 
Tamil Nadu22 
U t t a r 
Pradesh 
West 
Bengal 
Union 
T e r r i t o r y 
D e l h i 
T o t a l 
5 
2 
-
66 
Showinq s t a t e - w i s e P o s i t i o n o f the 
t e x t i l e m i l l s i n Ind ia durinq 1990 
No. o f 
1.5 Oomp, 
1 
-
29 
-
1 
-
1 
11 
1 
4 
2 
4 
1 
55 
30URCE-
M i l l s 
. j T o t a l 
0 
7 
1 
35 
2 
10 
1 
2 
18 
5 
26 
7 
6 
1 
121 
Indian 
c l o s u r e of 
A f f e c t e d number o f 
i) S p i n d l e s ( % 
ON.(000) 0 
89 
12 
1134 
106 
220 
25 
39 
686 
100 
565 
193 
183 
49 
3394 
T e x t i l e 
5 . 9 9 
1 1 . 5 2 
2 7 . 5 3 
3 8 . 4 0 
2 0 . 6 0 
3 . 4 9 
4 . 7 1 
1 3 . 5 9 
1 2 . 2 6 
7 . 3 9 
1 0 . 7 9 
1 5 . 3 8 
2 9 , 6 7 
1 2 . 7 6 
{ Looms 9 
ON(OO) 5 
520 
-
18944 
-
469 
-
748 
8061 
626 
1508 
1176 
1868 
943 
34853 
B u l l e t i n , 1989-
41 .17 
-
3 1 . 3 2 
m» 
8 . 6 2 
-
7 .67 
12 .85 
2 0 . 7 4 
17 .26 
9 . 7 4 
21 .42 
3 9 . 7 2 
19 .26 
-90 . 
Jworkersi % 
}N.(000)0 
2068 
621 
55769 
5056 
6032 
1015 
2636 
36985 
2499 
15309 
12088 
13141 
5161 
158380 
5 .73 
14 .34 
2 7 . 0 0 
30 .85 
1 4 . 1 8 
4 .95 
4 .83 
16 .63 
5 . 2 4 
8 .53 
1 1 . 6 8 
18 .73 
35 .05 
14 .37 
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Above table presents s ta te -wise break-up of the 
closed t e x t i l e mil ls in India during 1990. A glance over 
the t ab l e reveals t t e t the number of closed mi l l s / was 
high in Gujarat (35) followed by Tamil Nadu (26) , Maharash-
t r a (18) , Kamatiika (10) , and u t t a r Pradesh (7) affecting 
a l a r g e number o:! sp indles , looms and workers. The p o s i -
t ion of Ut t a r Pradesh i f compared with o ther s t a t e s was 
not so bad with a decl ine in the number of closed t e x t i l e 
mi l l s from 10 in 1987 to 8 in 1988 and 7 in 1989. 
Conclusion 
In the l i g h t of the foregoing discussion on the 
growth, development and performance of t e x t i l e industry in 
Ut ta r Pradesh, i t can be safely deduced tha t the t e x t i l e 
indus t ry i s regarded as prime mover of the s t a t e ' s economy 
because of i t s mul t ip le contribution to the s t a t e ' s 
exchequer, i n d u s t r i a l production, and employment generation 
in the northern region. The performance of t e x t i l e industry 
of Ut ta r Pradesh i f compared to o ther t e x t i l e mil ls of nor-
thern S ta tes i s very much sa t i s f ac to ry mainly because of 
l a rge r share in the production of c lo th and yam and in 
terms of employment generation. Whereas U.P. t e x t i l e mil ls 
have a l so been under the great s t r a i n and a number of them 
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are e i t h e r s i ck or a r e on the verge of s ickness , the U.P. 
s t a t e Tex t i l e Corporation (UPSTC) is playing an important 
ro le by managing s ick t e x t i l e mi l ls of the S t a t e . 
Apart from t h i s . Northern India cotton Text i le Mills 
Association time and again represents to the S ta t e Govern-
ment and a l s o holds meetings with them especia l ly in 
regard to the problems of sickness besides other matters 
l i k e labour , power e t c . Thus, in recent years , as whole 
of the t e x t i l e indus t ry of the country i s not performing 
wel l , l i kewise , the t e x t i l e industry in Ut tar Pradesh i s 
today a t such cross roads where from i t has to take a 
d e f i n i t e decis ion regarding i t s d i rec t ion and with the 
a s s i s t ance of the Government and suggestions made in th i s 
d i s s e r t a t i o n , the indust ry should improve i t s functioning 
to fur ther improve the product iv i ty , because the develop-
ment of t e x t i l e indus t ry i s an essen t ia l p r e - r e q u i s i t e for 
i n d u s t r i a l growth and combating, unemployment in general 
and for economic develooment of the s t a t e in p a r t i c u l a r . 
In t h i s connection, the problems of labour re la t ions and 
t h e i r amelioration should be taken as important aspects 
of the development of th is industry in U.P, How these 
problems w i l l a f f ec t the various aspects of the industry 
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v/ill be taken up In the next chapter when a ful l discussion 
wi l l be made of the problems of labour re la t ions in few 
se lec ted t e x t i l e mi l ls of Uttar Pradesb . This may be taken 
as represent ing the ove r -a l l p ic tu re of th i s indus t ry as 
i t r e l a t e s to the i ndus t r i a l r e l a t i o n s . 
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CHAPTER - V 
"PROBLEMS OF LABOUR RELATIONS IN ELGIN MILLS 
COMPANY'* (aiC) LID' - A CASE SIUDY 
In t h e previous chapter i t has been h igh l ighted that 
the t e x t i l e indus try i n U«P« i s regarded as prime mover of 
the s t a t e ' s economy because of i t s m u l t i p l e contr ibut ion 
t o the s t a t e s ' exchequer i n d u s t r i a l product ion and employ-
ment genera t ion . However« i n g&ieral , the condi t ion o f 
a l l the t e x t i l e m i l l s i s not apprec iable . Even then the 
development of t e x t i l e m i l l s i s an e s s e n t i a l precondi t ion 
for i n d u s t r i a l growth and economic development of the S t a t e . 
The p r e s e n t chapter examines the problems of labour 
r e l a t i o n s i n Elgin M i l l s Company (EMC) Ltd. Kanpur# Oliough 
a l l the important aspects of Labour r e l a t i o n s have been 
d i s cus sed but the main t h r u s t of the s tudy i s t o h i g h l i g h t 
the major problems i . e . Unionisat ion^ d i s p u t e s e t c . 
£MC Ltd. was e s t a b l i s h e d i n 1861 a t Kanpur with a 
c a p i t a l of Rs. 3 Lakhs. I t i s the f i r s t c o t t o n m i l l of 
North India which l a i d down the foundation of i n d u s t r i a l -
i s a t i o n i n the D i s t r i c t of Kanpur. The company was 
o r i g i n a l l y named as Elgin Cotton & Spinning Company 
/o 
Limited in the name of Lord Elgin, the then Governor 
General and Viceroy of India in 1962, During 1864 to 1900, 
Elgin mi l l made terraendous progress in tne f i e ld of 
manufacturing Turkish Bath Towel, Khadi, Jeen & J a l i s , 
f i l t e r and Lat tha and was known as one of the reputed 
m i l l s of Kanpur. I t was converted from par tne r sh ip to a 
p r i v a t e company in 1900 and again i n t o a pub l i c ccznpany in 
1912 with an authorised c a p i t a l of Rs. 31-59 lakhs . Today 
Elgin M i l l s Oo. Ltd, cons is tes of two m i l l s . Elgin Mil l 
No, 1 and Elgin Mill No.2. Elgin Mil l No. l i s a t Civil 
L ines , Kanpur, I t was formerly under p r i v a t e sect ion with 
M/S Begg Sutherland & Company as managing agents in i960 
and t h e r e a f t e r i t was merged i n t o B r i t i s h India Corpora-
t ion , Elgin Mill No.2 which i s a t Cooper GanJ was e a r l i e r 
as Kanpur Cotton Mil ls (Under the enterpreneur ship of 
a p r i v a t e group) and was purchased by Elgin Mil ls Company 
in i960 and renamed as Elgin Mi l l s Co. Ltd . (Mill No.2). 
Since l l t h June 1981, QIC i s a subsidy company of B r i t i s h 
India Corporation (BIC) L t d . , ( A Government of India 
Company) whose reg is te red of f ice i s a t Sutherland House« 
Civi l L ines , Kanpur (U.P , ) . 
r i n a n c i a l Posi t ion of aiC Ltd. 
In order to a sce r t a in the f i nanc i a l pos i t ion of 
the 3iC L t d , , i t i s necessary t o have an idea about the 
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share c a p i t a l * borrowings/ reserves St s u r p l u s e s , income# 
production e t c . o f the Company, The fo l lowing i s the 
b r i e f f i n a n c i a l p o s i t i o n of aiC as per the information 
a v a i l a b l e from the annual reports and accounts of the 
B r i t i s h Ind ia Corporation Limited. 
Share Capita l 
The £S1C Ltd. i s a subs id iary of B r i t i s h India 
Corporation i n accordance w i t h Sect ion (4} of the 
companies Act, 1956. The authorised share cap i ta l of the 
company i s Rs. 125 lakhs# divided i n t o 890000 ordinary 
shares of Bs. 10 each, 1,50«000 vendars share of Rs. 10 
each, 11000, 8% cumulative preference shares of Ks. 1 0 0 / -
each az^ 1 / 0 0 , 0 0 0 , 5% *B* cumulative preference shares of 
Rs. 1 0 / - each as on 31st March 1991. The i s s u e d , subs-
cribed and pa id up c s p i t a l of the company on the same date 
was Rs. 109.70 iakhs d iv ided i n t o 1,60,000 ordinary shares 
of Rs. 10 each f u l l y pa id up i n cash, 6 ,36 ,000 ordinary 
shares of Rs. 1 0 / - each i s s u e d as f u l l y paid up Bonus 
share by c a p i t a l i s a t i o n o f re serves , 1 ,50 ,000 , venders 
shares of Rs. l O / - each f u l l y paid up otherwise than i n 
cash ( inc lud ing 1 ,00 ,000 Bonus shares by c a p i t a l i s a t i o n 
of r e s e r v e s , 11000, 8% cumulative preference share of 
Rs. 1 0 0 / - each f u l l y paid up i n cash and 2000, 5%, 'B* 
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cumulative pre ference shares of Rs. 1 0 / - each Issued as 
f u l l y paid up Bonus shares by c a p i t a l i s a t i o n of reserve 
as on 3 1 s t March 1991. 
Rinds 
0316 fo l lowing t a b l e e x h i b i t s the f inanc ia l resources 
of EMC Ltd, during 1987-88 t o 1990-91. 
TABLE - 5 .0 
Showing the f i n a n c i a l resources of £MC Ltd. 
during 1987-91 . 
( Rs. in lakhs) 
Year 
1987-88 
1988-89 
1989-90 
1990-91 
paid up 
share 
c a p i t a l 
109.70 
109,70 
109.70 
109,70 
Reserves & 
Surpluses 
65 .74 
65 .74 
68 ,30 
70.70 
Loan 
Funds 
N. A. 
10681.58 
13053.06 
15779.12 
Total 
Capital 
N. A. 
10856.82 
132 31.06 
159 59.52 
source: Annual Reports & Accounts of B r i t i s h India 
Corporation Limited. 
Date noted i n above table revea l s that the paid up 
c a p i t a l i n the l a s t four years has remained constant . The 
reserves and surp luses have improved s l i g h t l y from 
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Rs.65.74 lakhs i n 1987-88 to Rs. 70,70 lakhs ind ica t ing an 
i n c r e a s e of 7.54 percent over 1987-88. The loan funds 
have shown a sharp i n c r e a s e during the period review i . e . 
from Rs. 10681.58 lakhs i n 1988-89 t o Rs«l5779. l2 lakhs in 
1990-91 an increase of 47 .72 percent over 1988-89. 
c a p i t a l s t r u c t u r e 
The r a t i o a n a l y s i s ts one o f the most important 
t o o l s of f inanc ia l ana lys i s« and a way t o analys i s the 
f i n a n c i a l p o s i t i o n of the company. To know the cap i ta l 
s t ruc ture of company r a t i o s have been computed which 
revea l s tha t the debt e q u i t y r a t i o of the company was 
55 .15:1 i n 1987-88, 6 4 . 7 2 : 1 i n 1988-89, 73 .90:1 in 1989-90 
and 83 .29 :1 i n 1990-91» 
Reserves and surp luses amounted t o 0.37% of t o t a l 
l i a b i l i t y i n 1990-91 as aga ins t 0.43% i n 1989-90, 0.50% 
i n 1988-89 and 0.64% i n 1987-88. I t a l s o amounted to 
64.45% of the equ i ty c a p i t a l i n 1990-91 as against 
62.25% i n 1989-90, 59.74% i n 1988-89 and 59.93% in 1987-88. 
working Resul ts 
The net l o s s incurred by the company in 1990-91 was 
Rs. 3536.88 lakhs as a g a i n s t a l o s s of Rs. 3066.18 lakhs 
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i n 1989-90, Rs. 3106.60 lakhs in 1988-89 and Rs. 2180.66 lakhs 
in 1987-88, The cumulative l o s s incurred by the company 
up to 1990-91 after adjusting general reserve amounted to 
Rs* l7035«79 lakhs as against the paid up capital of 
Rs,l09.70 lakhs as on 3 i s t March l 9 9 l . The cumulative l o s s 
represents 15529.43% of paid up capital of the company. 
The main reasons for the l o s s e s are the decrease in the 
valus of production* steep increase in the prices of raw 
materials , steep increase in the prices of fuel and power, 
pers i s tent l i q u i d i t y constraints throughout the year, 
increase in the i n t e r e s t charges e tc . 
cost Trends 
The table below indicates the percentage of cost 
of sales to sales during the last four years. 
Table 5.1 
Showing the sales / percentage of cost of sales 
during 1987-88 to 1990-91 (Rs. in lakhs). 
1987-88 1988-89 1989-90 1990-91 
Sales (including 
excise duty) ' 3729.14 4231.94. 4931.65 4169.41 
Add : Loss 2180.66 3106.60 3066.18 3536.88 
Cost of Sales 5909,80 7338.54 7997.83 7706.29 
S s ? ^ r i l L e f 158.48% 173.41% l62.l7% 184.83% 
to sa les 
Source: Annual Reports and Accounts of BIC Ltd. 
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Atiove t a b l e r e f l e c t s that the s a l e s volume of 
the ocmpany has went up from Rs, 3729,14 lakhs i n 1987-88 
t o Rs.4931.65 lakhs In 1989-90 an Increase of 32.25 per 
cent over 1987-88 but has come down to Rs.4169.41 i n 
1990-91. Same trend has p e r s i s t e d i n case of l o s s e s 
incurred by the ccmpany. Consequently percentage of c o s t 
o f s a l e s t o s a l e s was 158,48% i n 1987-88 ^ 173.41% i n 
1988-89 and 184.83% i n 1990-91. I t means the c o s t of 
s a l e s has increased r a p i d l y being one of the major cause 
of l o s s e s # and i s respons ib le for the incurrance of 
cont inuous l o s s e s . 
Product ion & Export Performance 
The 91C Ltd. i s producing mainly c l o t h and yarn on 
2376 looms and 118092 sp ind le s i n both the m i l l s . The 
company could not make any change in i t s production p r o c e s s 
due to continuous l o s s e s . Nor much modernisation has taken 
p l a c e to have a larger product mix of s y n t h e t i c c l o t h 
and y a m i n the m i l l s . However, the company has made 
research and development for the develo^xnent of proces s 
for q u a l i t y improvement, c o s t sav ing , product development, 
import s u b s t i t u t i o n e t c . The company i s a l s o the earner 
o f f o r e i g n exchange. During 1990-91, a sum of Rs.111.01 
lakhs was earned from fore ign countr ies through exports 
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o f c l o t h and yarn as aga ins t 8s, 112.46 lakhs in 1989-90 
The company i s concious of increas ing exports but due to 
p l a n t cons tra in t s# the company has not been able to make 
much headway i n t h i s d i r e c t i o n . A schene of modernisation 
i n v o l v i n g a c a p i t a l o u t l a y of Rs.4l crores has been prepared 
and i s pending with the government for i t s approval. On 
implementation of the proposed Modernisation Scheme« the 
quantum of export i s esqpected t o r i s e s u b s t a n t i a l l y . In 
the f o l l o w i n g t a b l e an attempt has been made to e x h i b i t 
the product ion of yarn and f a b r i c s i n £21C Ltd. 
TABLg 5 ,2 
Showing the production of yam & c l o t h during 
1989-91 . 
YEAR FABRICS YABS 
( in l a k h M t r s . ) ( in lakh Kgs.) 
1989 381.23 18.08 
1990 421.14 16.81 
1991 326.16 16.17 
source : Azmual Reports & Accounts of BIG Ltd. 
As appears from the above noted data# the production 
performance of the company i s not q u i t e s a t i s f a c t o r y . The 
product ion of f a b r i c s was 381,23 lakhs metres i n 1989 which 
iSb 
rose to 421.44 lakhs meters in 1990 but declined shaipiy 
to 326.16 lakhs meters in l99i« At the same time the 
production of yarn has shown a continuously declining 
trend s ince i t was 19.08 lakhs kgs. in 1989 and come 
down to 16.17 lakhs kgs. in 1991. Which reveals that there 
i s a f a l l in the production of cloth and yam over the 
period review. This f a l l i s mainly due to shortage of 
raw cottortr shortage of e l e c t r i c i t y supply, cocomvinal 
disturbances e t c . 
A br ie f resume of the financial appraisal of OiC 
Ltd. d i s c l o s e s some important facts that the financial 
pos i t ion of the company i s not sound enough due to 
incurrance of continuous l o s s e s . Debt equity ratios have 
already worsened. Cumulative l o s se s represents more than 
15 thousand percent of the paid up capital Production and 
sales volume of the company has also shown a declining 
trend. Due to burden of heavy losses« the borrowing of 
the company have a l so mounted up. The compemy i s not in 
a pos i t ion to pay any dividend either or equity or 
preference share due to acoomulated l o s s e s . However* the 
company has been regular in depositing dues of SSIC, 
UPSSB' provident fund e t c . except a few minor delays. 
IS l 
Future Prospec t s 
The awe Ltd, i s a government owned company hence 
does not come under the per view of Board of Indus tr ia l 
and F inanc ia l Reconstruct ion (BIPR) and provis ions o f SICK 
i n d u s t r i a l Gcropanies Act 1985 of the government. The 
future p r o s p e c t s l a r g e l y depend on the behaviour of p r i c e s 
and a v a i l a b i l i t y of c o t t o n . The p r i c e s of cotton which 
showed an upward trend s i n c e November 1990, recorded an 
unprecedented i n c r e a s e by about 14% during Ju ly August 
1991, Bes ides due to poor crop production during 1990-9 !• 
the a v a i l a b i l i t y of co t ton was a l s o meagere and sub-
standard. 
With a view t o make the company economically v i a b l e , 
i t i s proposed t o c u r t a i l the economic a c t i v i t i e s and the 
company has a lready prepared on Action Plan involv ing 
c a p i t a l e :^endi ture of Rs ,22 ,00 crores for modernisation 
and Rs, 56 ,00 crores for voluntary ret irement Scheme, The 
plan has been submitted t o the Minis try of Text i l e s for 
i t s cons idera t ion and on ^ p r o v a l of t h i s plan i t i s 
expected t h a t there are chances of improvement i n f i n a n c i a l 
p o s i t i o n of the company. 
Labour Re la t ions Pat tern of aiC Ltd. 
This s e c t i o n of the chapter i s devoted t o review the 
pat tern of labour management r e l a t i o n s i n the oon^any. 
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The whole d i s c u s s i o n i s s p l i t up i n t o two parts .The f i r s t 
p a r t d i s c u s s e s the organi sa t ion and the second deals 
w i t h the pa t tern of employnaent In the company. 
Organisation 
The Board of Direc tors of the B r i t i s h India Corpo-
r a t i o n (BIC) Ltd. ( the holding company of QIC l imited I s 
the top management organ t o control the whole net work 
of a l l s u b s i d i a r i e s . However, the J o i n t Secretary , Minis try 
of T e x t i l e s * Government of India I s the Chalrman-cum-
managing Director (CHD) of the company. He i s the chief 
e x e c u t i v e Incharge of the coapany. Though there are 
func t iona l heads* yet the complete a u t h o r i t y i s vested in 
the hands of QiD a t Board l e v e l . Below the rank of QID 
i s the General Manager who i s the o v e r a l l Incharge of 
production* s a l e s * purchase and adminis trat ion of H i l l s 
Nos. 1 & 2. AXl the sen ior e x e c u t i v e Incharges of funct ional 
d i v i s i o n s would report d i r e c t l y t o him. M i l l Manager Mi l l 
No.1 and Mi l l Manager Mi l l Mo.2 are the Incharges of 
product ion and labour matters of t h e i r r e s p e c t i v e m i l l s . 
There are process ing suprlntendents one i n each m i l l 
Secretary-cum-Manager i s the head of s e c r e t a r i a l * l e g a l 
and v i g i l a n c e department and adminis trator of Elgin 
Higher Secondary School and BIC Junior High School* 
He 
chief Manager (Marketing) looks after the sales and 
marketing function of mil l Nos. 1 and 2. Cotton executive 
i s the incharge of cotton purchase department. Sales 
executive i s the incharge of sa les department* and 
sa les Manager (Contracts) i s the incharge of Government 
and Inst i tut ional sales* Financial control ler and Joint 
Financial Controller are the Zncharges of finance and 
cost and project department and accounts departments 
respect ive ly . Besides* technical Manager« Chief Engineer# 
Personal Officer e t c . are the independent head of their 
respective departments. All the executive heads/Incharges 
are ass i s ted by their respective a s s i s t a n t s . Executive 
decision are made on the advice of these people. 
Personnel Management 
In £MC Limited the personnel Department i s under the 
overall charge of the Senior Personnel Officer. He i s 
d i r e c t l y accountable to Mill Manager i n case of a l l labour 
matters. However* one labour o f f i cer and one labour 
welfare o f f i cer i s attached to each mil l* who report to 
personnel Officer. Thus personnel Officer with the 
assistance of labour of f icer and Labour Welfare Officer 
deals with the day today personnel p o l i c i e s * practices 
and problems and chalk out welfare f a c i l i t i e s . He mainly 
deals with the matters related to employees l i k e 
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recrui tment , s e l e c t i o n , t r a i n i n g , t r a n s f e r , promotion, 
t erminat ion , s t a t u t o r y compliance, payment of wages, 
taking d i s c i p l i n a r y a c t i o n , se t t lement of gr ievances and 
d i s p u t e s , communicating the a t t i t u d e of management towards 
workers e t c . At the sane time p l a y advisory r o l e t o prov ide 
help t o t h e other s e r v i c e managers i n promoting e f f e c t i v e -
ness i n t h e i r d i s t i n c t r o l e . 
F i n a l l y i t can be summed up that the mangement of 
EMC Ltd. i s done by the Board of Directors of BIC Ltd. 
The CMD i s the ch i e f execut ive incharge of the company. 
All the e x e c u t i v e incharges of funct ional d i v i s i o n s are 
under h i s contro l however, at the departmental l e v e l they 
are independent d e c i s i o n making a u t h o r i e s . Thus there 
seems d e c e n t r a l i s a t i o n of funct ions . The personnel 
o f f i c e r has an equal s t a t u s that of a departmental head. 
He i s a s t a f f expert i n advis ing and a s s i s t i n g the l i n e 
management i n handling the t o t a l personnel and labour 
r e l a t i o n s . There by p l a y a very s i g n i f i c a n t ro le i n 
so lv ing labour matters w i t h the a s s i s t a n c e of labour 
o f f i c e r s and labour we l fare o f f i c e r at m i l l s l e v e l . 
PATTERN OF EJ1PL0"»1ENT AND DEVSLOPMEST OF PSRSONKSL IH 
E.M.C. Ltd. 
The EMC Ltd. is one of the biggest employer anongst 
the Government owned textile mills of Uttar Pradesh. The 
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labour absorption potent ia l of the company i s quite 
appreciable. The total nvunber of workers on the pay rol l 
of Mill No. 1 was 5716 in 1975 and 5581 in 1985. Whereas 
in 1989 the niamber of workers was 5050. As regards the 
Mill No. 2 i s concerned, the total niimber of workers 
employed was 4844 in 1975 which rose to 4987 in 1985 and 
5000 in 1989 including permanent temporary and subst i tutes . 
Recruitment 
Recruitment i s a process to discover the source of 
manpower to meet the requirement of the staffing schedule 
and to employ e f f ec t ive measures for attracting that 
manpower in adequate number to f a c i l i t a t e ef fect ive 
se l ec t ion of an e f f i c i e n t working force. 
In EMC Ltd. i t has been observed that a systematic 
recruitment programme i s i n practice in the company. Job 
spec i f icat ion i s the f i r s t step towards recruitment. The 
Personnel Officer prepares a detai led description of work 
based on Job analysis in terms of s k i l l and special aptitudes 
with the cooperation of departmental head. Thus# i t becomes 
easier for Personnel Officer to match people with the Job 
due to predetermined Job spec i f icat ions . Whenever there 
ex i s t vacancies of s k i l l e d , workers* they are recruited 
from the open market. There i s no bar on education regarding 
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the unski l led workers. Skilled workers should possess ITI 
tra ining. The main source of the recruitment of workers i s 
the eniplo]^ent exchange when a vacancy can not be f i l l e d 
by internal promotions# i t i s not i f i ed to the BcBployment 
Exchange with job spec i f i ca t ion .Snplo^ent Exchange send 
a l i s t of candidates to the company for f inal se lect ion. 
The departmental head conducts a t e s t of a l l the candidates. 
Selected candidates are taken in to as trainees in the 
weaving Departments. No middleman e x i s t s in the recruit-
ment procedure of £MC Ltd. 
Se lect ion 
The object of manpower selection is to ensure the 
right man for right job i.e. matching the men vrith job 
or in other words« the type of persons required and to 
secure an appropriate candidate for filling that position. 
There are two aspects of selection of workers in the £MC 
Ltd. (i) Selection of workers to fill up vacancies in 
permanent posts; and (2) Selection of workers to fill the 
vacancies in badli pool as substitutes. Both the aspects 
are related to each other. Whenever« there exists a 
permanent vacancy, substitues (Badli workers) are 
authomatically promoted to permanent posts. No Medical 
or trade test is conducted» since the standard of 
ability and other qualities are already known to the 
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departmental head, i f the worker i s already working in the 
m i l l s . On the other hand, se l ec t ion of workers to f i l l up 
the vacancies of subst i tutes i s a problem some job for 
management since new workers are se lected on temporary 
basis and la ter on ^iven the status of a subst i tute . They 
work on probation for two months and ult imately get a 
permanent post . Job analysis and decausalization schemes 
are not i n practice in the conpany. The Personnel Officer 
with the Cooperation of Departmental head makes select ion 
of the candidates keeping i n view the various matters 
pertaining to Job requirements. Normally, the sons of the 
employees are given preference. Managerial s taf f i s 
se lected by the Executive Director and s h i f t Incharges, 
senior Assistant and Supervisors, are se lected by the 
manager of branches concerned after duly assessing their 
technical knowledge, capabi l i ty e t c . through interviews. 
Training 
Training i s the e f fort of the company to improve the 
indiv idual ' s a b i l i t y to perform duties on the Job. I t 
increases the s k i l l and knowledge of the workers about 
the Job which ult imately resul t s in reducing waste and 
improving the quality. Subsequently, i t i s the next step 
after recruitment and se l ec t ion . The EMC Ltd, has training 
schemes varying in time and base of training for various 
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levels under the supervision of a Training Officer. 
Under the i^^prentice Act l95i ;^prenticeship is important 
because proficiency can be acquired only after a relatively 
long period of time in direct association with the work 
and under direct supervision of experts. The company 
follows the rudimentary system of training i.e. ^prentice-
ship Training. These apprentices are generally given 
training in engineering department. The period of 
apprenticeship varies from l year to 3 years. During the 
training period« trainees are given an stipend as fixed 
under the Act. After the completion of training period, 
they are appointed, if any vacancy exists in the mills. 
In addition, operative training is also imparted to 
workers in which learner stands next to the skilled 
workers and tries to learn the skill of skilled worker. 
Apart from this, the company has set up a technical school 
to impart training of spinning, weaving winding, warping, 
bleaching, finishing etc. to make a learner as an operator 
in the shortest possible time. The period of training is 
3 months during which they are given a stipend of Rs.2.50 
per day. 
supervisory training is also imparted to diploma 
holders or graduates in textiles technology. The main 
purpose of this scheme is to aware them about the 
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r e s p o n s i b i l i t i e s i n the departments in which they have 
to work« i^art from the training inside rne mills* zhey 
are a l so sponsored by the company to attend referesher 
courses organised by National/Regional Productivity 
Council« Labour I n s t i t u t e s e tc . 
Transfers and Promotions 
A transfer is# generally* regarded as movement of 
an employee from a task or posit ion to other within the 
organisation which does not involve any s ignif icant change 
in the degree of s k i l l and responsibi l i ty and has no e f f e c t 
on earnings. A promotion, on the other hand, refers to the 
placement of worker on a task requiring more s k i l l and 
greater respons ib i l i ty which i s a l so , usual ly accompanied 
with an increase in earnings and status . 
In £MC Ltd. the s i tuat ion of transfer of workers 
from one job to another hardly arises because of job 
spec i f icat ion o f f i c e s ta f f and managerial staff (Kon-
technical) i s transferred in a few case to other depart-
ments mainly due to promotions* 
Promotions in EMC Ltd. are normally done on the 
basis of seniority-cum-merit. The promotions in lower 
categories l i k e jobbers e t c . are done on the reconmend-
ations of departmental heads. Even the promotions to the 
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superv i sory l e v e l i s done on the reccnunendations of 
departTnental heads concerned. Promotions of the Senior 
and Junior personnel (Ac3roinistration) are done by the 
Executive Director on the recommendations of the General 
Manager a f t e r eva luat ion . Recently/ the company has 
introduced a scheme of management by o b j e c t i v e s (MBO) 
where the o b j e c t i v e s are c l e a r l y e s^ la ined t o the personnel 
(mainly t echn ica l ) regarding the product ion per month, 
percentage of waste , p r o d u c t i v i t y per worker, q u a l i t y of 
o u ^ u t # consumption of power e t c . This scheme w i l l prove 
b e n e f i c i a l for the s t a f f t o g e t higher p o s t s , 
aiPLOYEE'S WAGES, WELFARE AND WORKING CONDITIONS 
IN mC LTD. 
Wages and S a l a r i e s 
Wages and s a l a r i e s means a l l remunerations, capable 
of being expressed i n terms of money which would, i f the 
terms of the contract of employment, were f u l f i l l e d , be 
payable t o a person employed i n r e s p e c t of h i s employment 
of work done i n such employment* The product ive capac i ty 
of a worker u l t i m a t e l y depends upon h i s wages, other inccxnes, 
b e n e f i t s deriv-ed from the employer and t h e welfare measures 
provided by the Government. Wages and s a l a r i e s have two 
f a c t s ; one from the stand po int of i n d u s t r y and the other 
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from the point of view of the employees/ wages and salaries 
constitute an important item of cost, the importance 
depending upon the industrial development of a nation. In 
a nation a general increase in the cost of labour without 
an equal increase in productivity will result inflation. 
But an increase in the cost of labour in a certain sector 
and in certain key Jobs without equal increase in product-
ivity may not result in general inflation to the same 
extent. Wages and salaries are important to workers 
because, their attitude towards work and standard of 
living is determined through it. Qnployer thinks it as a 
share in the total cost of production while it is a means 
of livlihood for an employee, parent of fair wages may 
prevent industrial conflict and tension. 
Therefore, it is felt necessary to trace out the 
evaluation of wage rates, and to evaluate the wage levels 
in Q4C Ltd, to understand the real magnitude of the wage 
problem in disturbing the industrial peace but very little 
information is available in this context from the office 
of the mill hence in the following table an attempt has 
been made to present a true picture of wages and salaries 
paid to the employees during last few years. 
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TABLE - 5 .3 
Showing the amount of wages and s a l a r i e s paid 
t o en^loyees of EMC Ltd. during 1988-89 t o 1990-91. 
iwount 
Year (Rs. i n Lakhs } 
1988-89 1359.19 
1989-90 1517.48 
1990-91 1560.08 
Source : Annual Reports & Accounts of BIC Ltd. Kanpur. 
A perusa l of the above mentioned t a b l e revea ls 
the amount of wages and s a l a r i e s inc luding allowance 
during l a s t three y e a r s . The company paid a sixn of 
Rs.1359.19 lakhs on account of wages u s a l a r i e s in 1988-89 
which has increased cont inuous ly and stood at Rs. 1560.08 
lakhs i n i 9 9 0 - 9 l r e g i s t e r i n g an increase of 14.78 percent 
over 1988-89. Thus i t could be sa id that the company has 
paid a t t r a c t i v e wages and s a l a r i e s t o i t s employees and 
major i ty of them i s s a t i s f i e d w i t h i t . 
Welfare 
A worker does not live by bread only. The hazzards 
of industrial life have hecessiated a consideration of 
physical and mental well being of workers in business. 
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Whole f i e ld of welfare i s one in which much can be done 
to ccinbat the sense of frustrat ion of industrial workers, 
to re l i eve them of personal and fani ly worries,to improve 
their health, to afford them a means of s e l f expression, 
to offer some spheres in which they can excel and to help 
them to a wider conception of l i f e . The encyclopaedia of 
social Science defines welfare as , voluntary ef forts of 
an employee to es tabl i sh within the ex i s t ing industrial 
systan, working and sometimes l i v i n g and cultural conditions 
of his employees beyond what i s required by law, the 
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customs of industry and conditions of the market. Labour 
welfare makes stibstantial contribution towards happy 
industrial re lat ions . I t refers to any effort by the 
employees. Government or any other agency either voluntari ly 
or s ta tu tor i l y which aims at the betterment of workers* 
o 
conditions, SHC Ltd. i s the pioneer industry for 
organising labour welfare f a c i l i t i e s on humanitarian 
grounds in the Northern t e x t i l e m i l l s of India, various 
welfare programmes inside and outside the mi l l s .to make 
a remarkable improvement in the working and l iv ing 
conditions have been chalked by the management. The 
company has appointed Labour Officers, Labour Welfare 
Officer to look after the in t ere s t s of Labour force. Thus 
following are the various"types of statutory and non-
statutory f a c i l i t i e s which have been provided by the 
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management of EMC Ltd. The existing welfare facilities 
may be classified into Financial and Non-financial 
facilities. 
Financial Facilities 
The financial facilities are provided for general 
well being of workers* These may be beneficial in times 
of needs i.e. Sickness* old age# marriage* construction of 
house etc. Further the habit of thrift may be encouraged 
with the financial incentives. The following are seme 
important financial facilities* provided to the workers 
of £KC Limited. 
Bonus 
Bonus is an amount paid to workers besides their 
wages, out of surplus profit of the company. The payment 
of Bonus Act* 1955 is applicable in all Industrial organis-
ations which employee 20 or more persons. In EMC Ltd. despite 
of continuous loss the payment of bonus is made in time 
in accordance with the provision of Act. the following 
table reveals the amount of bonus paid to employees during 
last four years* 
TABLE 5»4 
Showing the amount provided on account of bonus 
during l987 to 1991. 
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TABLS - 5.4 
Year Amount (Rs, in Lakhs) 
1987-88 99.25 
1988-89 108.00 
1989-90 112.00 
1990-91 116.18 
SOURCE: Annual Reports & Accounts of BIG Ltd . , 
Kanpur. 
I t i s surpr is ing to note from the above table 
tha t d e s p i t e of Incurrance of continuous l o s se s , the 
amount, paid on account of bonus is s u b s t a n t i a l . I t rose 
from Rs. 99,25 lakhs in 1987-S8 to Rs. 116.18 lakhs in 
1990-91 ind ica t ing an increase of 17.06 percent over 
1987-88. 
Provident Fund 
The employees wil l be motivated for more work when 
they know t t e t employer wil l pay them a f t e r re t i rement . The 
main idea behind th i s contr ibutory scheme i s to s t imulate 
savings for old age or to give family pension to dependents 
of the workers in case of his death. The Employee's 
1S6 
Provident fund Act 1952« i s app l i cab le t o every e s t a b l i s h -
ment# engaged i n any i n d u s t r y s p e c i f i e d i n schedule 1 to 
the Act a which the Central Government n o t i f i e s i n the 
o f f i c i a l Gazette and i n which 20 or more persons are 
employed. 
As per the p r o v i s i o n s of the provident fund Act, 
the ^nployees contr ibutes 8 ,33 per cent and the same per 
centage of contr ibut ion i s paid by the management i n the 
Provident Fund Account of the employee. The payment of 
Provident Fund i s made at the time of ret irement , death 
or l e a v i n g the o r g a n i s a t i o n . Hojuever, management's 
contr ibut ion i s paid on the b a s i s of l e n g t h of s e r v i c e 
of the employee. There are some regu la t ions of t h i s 
scheme which provides ; 
1) That a workers w i l l g e t non-refundable advance 
for the purpose g iven inJ>rovident Fund'A<:t< 1952. 
• • • * . 
2} That a worker w i l l ge t f u l l contr ibut ion of the 
company wi th i n t e r e s t i n the event of death or 
ret irement or a f t e r completing lO years of s e r v i c e . 
3) That i f a worker put s in ' l e s s than 10 years 
s e r v i c e , ^he company's contr ibut ion w i l l be paid 
i n the fo l lowing way. 
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TABLE 5.5 
Showing the employer's contr ibut ion in 
Provident Fund, 
„ ^ ^ , Employer's contr ibut ion 
Year of s e r v i c e *^  •* 
Below 3 years 25% 
3 - 5 50% 
5 - 1 0 75% 
10 and above 100% 
Source : General Off ice of the ccxnpany. 
Thus, the company's contr ibut ion i s paid according 
to above mentioned c r i t e r i a . However, the workers own 
contr ibut ion must be paid under a l l circxirastances. 
The Provident Fund Act i s appl icable to EMC Ltd. 
The management contr ibuted a svim of Rs . l28 .24 lakhs i n 
1991 on account of prov ident fund as aga ins t R s . l i 7 . 4 5 
lakhs i n 1890 and i lO. lO lakhs in 1989. Thus there i s an 
increase of l 6 , 4 8 percent i n i 9 9 l over 1989. 
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Gratuity 
Gratuity i s lump-sum p a r e n t made by the company to 
the employees on the termination of job« which may be due 
to retirement* voluntary retirement after specified years 
of service or death. The main object of t h i s scheme i s to 
help the employees after retirement to maintain their 
l i v l ihood . A qualifying period of at l e a s t 240 days 
service every years has been provided for getting the 
paynnent of gratuity. If a worker completes 40 years service 
he w i l l be given gratuity equal to a salary of 15 days pmr 
year. In HUG Ltd. a provision of Rs.239.50 lakhs was made 
for retirement gratuity during 199i and a sum of Rs.90.85 
lakhs was paid during the same year as against Rs.115.43 
lakhs in 1990 and Rs.91.60 lakhs in 1989 on the same 
account. 
Others 
The £MC Ltd. has provided some other financial 
f a c i l i t i e s also in addition to above mentioned f a c i l i t i e s . 
In special cases* the Company provides the f a c i l i t y of 
loan at advances against the salary* leave with pay e tc . 
i s a lso a f inancial f a c i l i t i e s to the worker. 
Non-Financial F a c i l i t i e s 
The non-financial f a c i l i t i e s are a l so very Important 
to workers because these f a c i l i t i e s Improve the ef f ic iency 
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of the workers and keep them contended and minimise 
industrial conflicts* 
Further, these facilities are helpful in promoting 
a sense of responsibility and dignity among workers. The 
following are the various intra-mural and extra mural 
non-financial facilities provided to the workers of the 
£MC Ltd. 
jiDUsinq 
The place of housing is very significant amongst 
the basic necessities of life. It is next to food and 
clothing. The management is not statutorily obliged to 
provide housing accommodation to its employees. But many 
are 
of the progressive managements/taking keen interest. 
Provision o£ proper shelter for the employees with the 
necessary sanitory facilities* further attractive 
conditions may prevent the migratory character of the 
employees and make him committed to industrial 
order. , Further, provl»lon -of -• housing facilities 
near the plant solve the difficulties of transportation. 
The need of regular conveyance is minimised to a great 
extent. As such colony housing will not Only influence 
the standard and the way of life of the employees but 
9 
also increase the productivity. It would also greatly 
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measure the ir e f f i c i ency because the widely prevalent 
social e v i l s l i k e drinking, prost i tution etc . which can 
be attributed to a great extent to bad housing conditions. 
Further* the provision of good accoomodation for the 
workers w i l l great ly improve the relat ions between the 
employer and employee. 
An overwheliming majority of workers are migrant 
coning from rural areas with an occupationed ground of 
agriculture or agriculture labour. The management of 
ZHC Ltd. has tr ied to solve the housing problems of such 
workers. There are two colonies namely Max wellganj and 
Elign H i l l settlement consist ing of 188 houses for the 
workers of Elgin Mill No. l . However/ the workers of Elgin 
Mill No. 2 are not provided any housing f a c i l i t i e s * The 
company has provided a l l amenities l ike e l e c t r i c i t y and 
sanitary f i t t i n g s in these houses. The workers are not 
supposed to pay any rent as well as annual repairs and 
white washing f a c i l i t i e s are also provided by the company 
free of cost . 
Medical F a c i l i t i e s 
Since* the second world war* the importance of 
preventive care has increased. I t i s now accepted theory 
that health care of workers wi l l help to reduce the 
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incidence of s ickness and therefore^ absenteeism and 
increase productivity. The importance of industrial 
health care in general has also been emphasized by the 
ILO, In 19 31# the Royal ..Coaunission on Labour, and the 
Labour inves t igat ion Conunittee in i946 underlined the 
niscessity for providing basic health and welfare amenities. 
The Government has also enacted the Saployee's State 
Insurance Act 1948. The Act provides for several types of 
benef i t s to the ensured person or their dependants as 
the case may be subject to certain conditions. The benef i ts 
provided under that Act are (a) sickness benefits 
(b) Maternity benefi ts (c) Disablement benef i ts (d) Depend-
ants bene f i t s (e) Medical benefits (f) Funeral benef i t s . 
Workers of UiC Ltd. are provided a number of Medical 
f a c i l i t i e s by the ccmpany. First ly a l l the cases of s ick-
ness , accident e t c . arising inside the m i l l s are referred 
to the f i r s t aid posts in every plant with suf f i c i ent 
nimber of f i r s t aid boxes as required under the Factories 
Act, 1948. In addition, there are 10 dispensaries having 
one doctor and one compounders to cater the needs of a l l 
pat ient . The company has also maintained one Health Centre 
for a l l the employees having Medical Officers, Compounder 
and nurses to attend the patient . Bnployees state 
Insurance (£51) Scheme i s in operation and a l l the workers 
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a r e the member of i t and ava i l the b e n e f i t s rendered by 
ESI Corporation. The contr ibut ion of Ccrapany t o ESI Scheme 
was Rs. 62.86 lakhs i n 1991 as aga ins t Rs. 62.05 lakhs i n 
1990 and Rs. 5 / . 80 lakhs i n 1989. 
Educational F a c i l i t i e s 
Workers' education i s an attempt on the part of 
the organised labour to educate i t s own members under an 
educat ion system in which the workers prescr ibed the courses 
of i n s t r u c t i o n s # s e l e c t tne teachers and i n considerable 
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measure f inance i t . The Indian Labour i s ignorant and 
i l l i t e r a t e . The labour education i s must for maintaining 
heal thy and harmonious r e l a t i o n s between labour and 
management and developing the f e e l i n g s of s o l i d a r i t y among 
workers. Eqxially important i s the educat ion of t h e i r 
c h i l d r e n . 
The management of mc Ltd. has laid due emphasis on 
the field of education of workers and their children. The 
workers educations scheme in practice to provide basic 
education to uneducated workers. As the same time* the 
management is not ignorant towards the education of their 
wards, Apatt from a number of primary schools, the company 
runs 'Elgin Higher Secondary School in which free schooling 
upto lOth standard alongwith free stationary, free dresses 
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and f ree mid-day meal i s provided t o the chi ldren of 
workers. 
The company has a l s o formed a committee for managing 
and administering the educat ion system for the workers and 
t h e i r c h i l d r e n . 
Recreat ional Anenit ies 
Labour wel fare i s a necessary c o r o l l a r y of i n d u s t r i a l , 
i s a t i o n and recreat ion occupies i t s pr ide of p lace in the 
wel fare programmes for i n d u s t r i a l workers. Recreation 
c o n s i s t s of sports & games, cu l tura l and s o c i a l a c t i v i t i e s 
undertaking on voluntary b a s i s for personal s a t i s f a c t i o n 
and p l e a s u r e . 
The Management of £^C Ltd. has paid due a t t ent ion 
towards the recreat ion of workers. A c u l t u r a l committee 
c o n s i s t i n g of equal number of r e p r e s e n t a t i v e s of workers 
and management has been formed to organi se Draaas, Musical 
programmes, Kavi Saromelan, Mushairas e t c . management has 
a l s o fonned a sports c e l l to pronote games and sports . 
among workers. 
Canteen 
It is obligatory on the managements* part to maintain 
and run a canteen, where more than 250 workers under the 
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factory's Act are working. The object of an industrial 
canteen i s to Introduce an element of nutrit ional balance 
d ie t s the otherwise def ic ient and unbalanced dietory of 
the workers, to provide cheap and clean food and offer an 
opportunity to relax near the place of work* Besides^ a 
caniseen provides a meeting place for the worker of a l l 
departments of factory where they not only eat their meals 
but a l so talk* rest and receive their energies. It can, 
thus have a great influence on the morale of the workers. 
There are two canteens in £^ C Ltd. In Elgin No.i 
a canteen was established in i864 and in £lgin No. 2 in 
i960. These canteens are run through a canteen managing 
Committee consist ing of f ive representatives of each 
workers and management. The committee looks after the 
functioning of canteens regarding the qual i ty , prices 
c leanl iness e t c . Various items l ike Tea, Ja lebi , Samosa 
Sweets, Snacks, food e t c . are provided to workers at 
svibsidized rates since the canteens run on prof i t and 
no l o s s basis* These canteens renders 24 hours service . 
Cooperative Credit Society 
In 1932, a workers Cooperative Credit Society was 
established in Elgin Mill No.l , There are 4000 workers 
members with a share capital of Rs. 3.44 lakhs. The iSociety 
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provides loans upto Rs» 4000 on easy installments for 
special purposes l i k e marriages* construction of houses* 
i l l n e s s or death. 
Others 
In addition to above noted welfare .-facilities, company 
also provides several other amenities as a fair price shop 
has been opened by the company where the workers may get 
the items of domestic use at cheaper rates than markets* 
To develop academic and professional awareness* there are 
two libraries having books* magazines* newspapers (English* 
hindi* and Urdu). Further safety appliances have been 
provided to workers. Safety posters and pictorial boards 
are also exhibited inside the mills for seifety conciousness 
among them. Besides* drinking water* first aid facility* 
fire service* rest room* uniforms to security guards* 
jobbers and peons* transport facility to workers and their 
families in case of emergencies* reimbursement of medical 
bills etc. are also provided by the management. Most of 
the Central/state legislations like* minimum wages Act 
1948, ESI Act 1948* Provident Fund Act 1952* Pajment of 
Gratuity Act* Pajment of Bonus Act etc. are all applicable 
to the mill and all the workers derive the benefits of 
these acts. 
206 
working conditions 
The conditions in which a person works influence 
his health* efficiency and the quality of work. It is 
said that environment creates a man and if we improve the 
environment we improve the man* it has to be realised that 
good working conditions have a great effort not only on 
the efficiency of the workers but also on their wages* 
migratory character and the industrial relations as whole* 
The efficiency of a worker depends directly on his health 
and willingness to work. In the absence of desirable 
working conditions a worker is not comfortable and feels 
as if his job is very tough and he becomes very sluggish 
which makes him in-efficient. In good working conditions 
not only a workers remains happy but the employer also 
gains because with better efficiency* production is greater. 
The relations between employers and workers will also 
improve* if the employer takes care of the condition in 
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which tne workers have to work. 
It was revealed during survey that the working 
conditions in EMC Ltd. are good and the management takes 
proper care of working conditions in which the workers 
have to work. The working conditions are generally 
determined by the hours of work* rest intervals, shift 
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arrangement , leave and holidays* san i t a t ions* l igh t ing 
e t c . The following i s a b r i e f idea of scxne important 
working condi t ions i n t he company. 
Hours of work 
Those hours during which workers are at ^ he disposal 
of the management are called hours of work. Presently, in 
£MC Ltd. the hours of work have been fixed at 8 hours per 
day for all categories of workers. While office staff 
has to work for 7Jj hours per day. 
Rest intervals 
According to the provisions of factories Act,1948, 
no worker is to work for more than five hours before he 
has taken an interval of half an hour. The workers of 
BiC Ltd. are provided with an interval in between worJcing 
hours for half an hour. Office staff is given an interval 
of one hour for lunch. This rest reduces fatigue and 
provides mental relaxation to the employees. 
The following table shows the spread over the 
different catefories of enployees in EKC Ltd. 
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TABLE 5.6 
Showing the spread over of employees i n SKC Ltd. 
category Spread over Rest Interval 
O f f i c e S ta f f 8 hours 1 hour 
workers 8 hours ¥2 hour 
Source : Personnel Department of the Company. 
S h i f t Arrangement 
To u t i l i s e the maximum product ive capac i ty and 
i n c r e a s e production and p r o d u c t i v i t y , the 3AC Ltd. has 
t h r e e s h i f t working i n both the m i l l s . However* there i s 
one general s h i f t for Off ice S ta f f . The fo l lowing t a b l e 
shows the t imings and duration of var ious s h i f t s for 
workers and c l e r i c a l s t a f f of the m i l l s . 
TABLE - 5 .7 
Showing the s h i f t arrangement i n the EMC Ltd. 
S h i f t Duration -^ ^^  Duration r e s t i n t e r v a l 
From hour to hour Frcra hour to hour 
Kill:l&c2 
A 6.30 AM 2.30 PM i/2 Hr. 10.30 AM 11.00 AM 
B 2.30 PM 10.30 PM ^2 Hr. 6 .30 PM 7.00 PM 
C 10.30 PM 6,30 AM V2 Hr. 2 .30 FM 3.00 PM 
O f f i c e 9 .00 AM 5.00 PM 1 He, l.OO PM 2.00 PM 
source : Personnel Deparbnenx: of the U^j^aTiy. 
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other working conditions 
About other working conditions in Elgin Mills No. l 
and 2, it was observed that the conditions regarding leave 
and holidays are satisfactory, with proper arrangement for 
the disposal of waste and affluents both the mills are 
kept clean. Adequate lighting and ventilation facilities 
are available* Humidity is maintained properly. Laterines 
and bathrooms have been provided in adequate niimber and 
are kept clean. In other words, the company pays due 
attention towards the maintenance good working conditions 
in the mills, so that workers may feel satisfied with the 
environment in which they work. 
TRADE UNIONISM IN B4C LID. 
In the modern industrial set-up the workers feel 
alienated. They find themselves helpless sometimes and 
in a very weak bargaining position when compared with the 
employer. Profit maximisation motive of the employer leads 
to the exploitation of labour force. Labour has to work 
for longer hours in bad working conditions and are paid 
low wages. Consequently, they stand united to fight for 
their rights through collective efforts and rely on the 
principle 'Union is Strength*. Thus workers thought to 
join in a group which will be called Union.^ 
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Thus trade unions are effective instr^lment for 
improving the economic conditions of their members. The 
second five year plan rightly declared, "a strong trade 
union movement is necessary both for safeguarding the 
interest of labour and for realizing the targets of pro-
duction. In £MC Ltd., there are more then thirty working 
trade unions but the number of registered trade unions is 
ten in each mill. The following table raveals the position 
of registered trade unions in EMC Ltd. 
TABLE - 5.8 
Showing the membership of registered trade unions 
in the Elgin Mill No.l & Elgin Mill No.2 as on 3lst Dec. ^ 90. 
NAME OF THE APFILI-
TRADE UNION ATION 
MEMBERSHIP 
MILL NO.l MILL N02 
Rashtriya Textile 
Mazdoor Union INTUC 800 2000 
Rashtriya Shrimik 
Sangh BMS N A 1500 
Janta Mill Mazdoor 
Panchayat »1KP 300 300 
Sati Mill Mazdoor 
Panchayat »1P 300 275 
Sati Mill Mazdoor sabha CITU 200 180 
Kanpur Mazdoor Sabha AITUC 150 150 
Elgin Mill Karamchari 
Parishad BMS 100 N A 
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Textile Labour 
Association 
Textile Mazdoor 
Congress 
Suti Mill Mazdoor Union 
INTUC 
INTUC 
INTUC 
50 
50 
50 
2200 
50 
30 
source: Peraonnel Department of company. 
A glance over the table leads to this conclusion 
that Rashtrlya Textile Mazdoor Union, Rashtriya shacnik 
Sangh« suti Mill Mazdoor Panchayat* Janta Mill Mazdoor 
Panchayat, Suti Mill Mazdoor Sabha are the strongest trade 
unions in both the mills having a good number o£ workers 
as members. Apart from this. Union like Textile Labour 
Association etc. have been formed Unitwise. 
All the unions of Elgin Mills No.l and 2 collect 
upto Rs. 5/- as monthly subscription from the members 
directly for a general fund. 
The structure of all the unions In the company is 
more or less the same. The general body of each union 
elects representatives i.e. President, Vice-President, 
General Secretary, Joint Secretary, Office Secretary, 
Treasurer etc. who in turn :selects the office bearers 
by direct method in accodance with the needs and strength 
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of the union. The general body of each union meets once 
or twice a year while the executive Coaunittee once a 
month or more if needed. 
The main aims of all the unions are to make an 
improvement in service conditions of the members and 
safeguard their interest. At the saae time there are 
several problems which hampered the growth of trade 
unions and due to which they have not developed on sound 
lines# firstly, due to multiplicity of unions the member-
ship has been divided. It has also aired multiplicity of 
demands and grievances of workers. Consequently utter most 
confusion arised among the workers as to whom they should 
lend support. Seme times they Join the union to get support 
of the union to settle their individual grievance against 
management. Quite a good number of workers are the membess 
of more than one union which reflects the absence of trade 
union conciousness among them. Secondly* there is lack 
of unified trade union due to existence of various unions. 
Some of the trade unions are owned and influenced by the 
management for the lack of leadership. The unions are 
influenced by the political leaders (due to illiteracy 
of majority of workers} who exploit the workers for their 
political motives. Management also keeps a hostile attitude 
to some extent towards the trade Unions, they think the 
unions as a challenge to their powers and authority. 
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There Is also lack of unity among the workers in Elgin 
Mills. They are divided according to cast, creed, religion, 
language, region and very often unit wise in which they 
are working. Thus these are the factors due to which the 
unions are not capable of bargaining properly with 
management. All the Union are not working for management, 
seme of the union needs to be strong to fight for the 
rights of workers and raise the demand for the general 
well being of the workers of BiC Ltd. 
Industrial Disputes in EMC Ltd. 
Industrial disputes is one of the major problem of 
labour relations. There are a number of steps of industrial 
disputes which include the strike^ Gherao, work to rule, 
stoppage of work, refusal to work , demonstration, delaying 
tactices, mass absenteeism etc. at the disposal of workers. 
Of course, management has also an instruments i.e. lock-> 
out. In EMC Ltd,, very few, §trikes have been organized 
by the workers since its inception. In i984, three partial 
strikes took place which caused little loss to the 
production. 
In May 1985, workers of drawing department went On 
strike. Wage revision was the major cause of strike. About 
100 workers were involved in this strike. An agreement was 
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made between workers and managernent and strike was called 
off. Two strikes took place in 1986-87 and three in 1988. In 
1988« all the workers abstained from work. This was a 
general strike in both the mills in which all the workers 
were involved. There were multiple issues but wage revision 
was important to all but very soon a ccraprcmise was made 
between unions and management and mills started working 
smoothly. In 1989, again there was a general strike in all 
textile mills of Kanpur and a Bandh was observed at the 
Railway station and the Railway Traffic was squeezed. 
From October to December 1990 due to serious communal 
disturbances, curfew was imposed in the town as th* curfew 
was lifted workers Joined duties and immediately went on 
agitation demanding for full wages for the curfew period, 
it caused a loss of production amounting to Rs.l7.88 crores 
with several other reasons like under utilization of 
capacity on account of non-avail ability of adequate quantity 
of raw material and other essential inputs etc. 
During survey it was observed that the personnel 
Officers, labour officers and labour welfare officers play 
a significant role in settling industrial disputes and 
maintaining good labour relations. There were very few 
strikes in the EMC Ltd. in regard to the economic matters 
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like wages, bonus, termination etc. Most of the strikes 
had been at All India level or atleast of the all the 
textile mills of Kanpur. 
Settlement Procedure 
The procedure for the settlement of industrial 
disputes in £S1C Ltd, is a combination of collective 
bargaining^conciliation, arbitration and adjudication* 
The management always tries to solve the disputes through 
combined efforts of both the parties, in case of failure 
the case is referred to Conciliation Board. The Board try 
to find out the points of difference between the parties, 
ascertain the grounds on which respective claims are based 
and explore the possibilities to settle the disputes. If 
there is no settlement between the parties, the Board 
reports to tne U.P. State Government alongwith the facts • 
and circumstances on account of which a settlement could 
not be arrived at between parties. If the State Government 
is satisfied with the report the case is referred to 
Labour Court or Industrial Tribunal for adjudication. 
Adjudication is the ultimate method for settlement of 
unresolved disputes by tne Government. Major issues which 
are referred to Labour Court in EMC Ltd. are severally 
regarding wage revision, promotion, termination, 
dismissal etc. The following data reveals the number of 
cases referred to Labour Courts during 1985-90. 
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TABLE - 5 . 9 
Showing the number of cases referred t o Labour 
Courts during 1985-90. 
y. {dumber of case s 
^®^ (Mill No, 1 & No, 2 J 
1985 59 
1986 95 
1987 96 
1988 101 
1989 78 
1990 48 
Source : Personnel Department of the Ccmpany. 
Finally, it can be observed that in EMC Ltd. labour 
relations practices are governed under the legislative 
framework, tne majority of disputes are settled through 
collective efforts of the representatives of workers and 
representatives of management, in case of failure the case 
is referred to conciliation board and of course adequate 
number,of disputes are referred to Labour courts also 
which is very dilatory and expensive.Most of the cases 
either end up in a settlement or withdrawl or are decided 
in favour of management. 
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Procedure of taking Discipl inary Action and 
handling the Bnployees Grievances in BiC Ltd. 
Disciplinary Action 
In accordance with the Model Standing Orders(SOs) 
l a i d down i n the Industrial Snployment Act 1946« there 
are Standing "Orders, for every t e x t i l e mil l of tl.P, which 
are applicable on the EMC Ltd* These orders covers a wide 
range of aspects of employment conditions of workers of 
the coc^any such as hours of work« payment of wages# 
Attendance of holidays and weekly rest days. Attendance 
and l a t e coming. Attendance, leave of absence, playing off, 
closure due to s t r ike , termination of service , misconduct, 
complaints e t c . Acts or emissions constituting misconduct 
have been defined by standing Orders. The management of 
£MC Ltd. has a s e t procedure of taking a discipl inary 
action against the employees. First of a l l , a charge 
sheet i s framed against the worker in case of any i n d i s -
c ip l ine observed by him against tne Standing Orders of the 
company and he i s required to give his explanation within 
a specif ied time. If he admits his gu i l ty , he may be fined 
or a l ternat ive ly be given a censure tor warning not ice , 
otherwise, labour o f f i cer and departmental head conduct an 
enquiry, i f after enquiry the operative i s adjudged gu i l ty 
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of misconduct, immediate action i s taken against him taking 
into account the gravity of the misconducts. 
Procedure of handling employees Grievances 
The formation of a sound grievance procedure and 
i t s s t r i c t adherence i s essent ia l condition for maintain-
ing indus tr ia l hormony. Because unredressed grievances of 
the workers would ult imately result in industrial d isputes . 
If the grievance procedure i s followed by both the parties# 
i t w i l l serve as an eye-opener to them, reduce the number 
of disputes taken up to conci l iat ion machinery and wi l l 
certa in ly contributes, towards harmonious labour re la t ions . 
The aspects which cone under the purview of grievance 
procedure include, wages overtime, bonus, gratuity, 
promotions, work d is tr ibut ions , hours of work e tc . 
Procedure of handling employees grievance in SMC 
Ltd. i s simple. A worker having any grievance approach 
the supervisor who t r i e s to redress i t at his l eve l but 
i f he i s not able to redress i t , the worker approach the 
departmental head who also t r i e s to s e t t l e the grievance 
after making a detailed study of the problem. If the worker 
i s not s a t i s f i e d even with judgement of departmental head, 
the case then i s reported to Labour Officer, In some cases 
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the workers are allowed to approach even the mill manager 
directly who after consulting with the labour officer 
makes a decision which is final provided worker has no 
intension to report the case to Conciliation Board, 
Conclusion 
The final analysis of problems of Labour Relations 
in £^C Ltd. leads to some important conclusions as the 
company is a subsidiary of British India Corporation Ltd. 
(A Government of India Company) Kanpur. The company has 
suffered continuous losses due to a variety of reasons 
like decrease in production on account of increase in 
price of raw materials* fuel and power persistent liquidity 
etc. Even then the company continued to provide as far as 
possible its employees free housing,free schooling to the 
children of the employees upto lOth standard, subsidised 
canteen facilities cuid other welfare benefits as are 
compatible with the company's resources. The ccmpany has 
been constantly persuing the implementation of various 
welfare activities to improve the quality of life of 
employees and their families. Procedure of recruitment, 
selection training, transfer and promotion is quite 
appreciable. At the same time the procedure of settlanent 
of disputes, taking disciplinary action and redressing 
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employees grievances also deserves much praise. In order 
to know the reactions of employees a survey was conducted 
which has been analysed in the Chapter sixth to observe 
the true picture of labour relations in EMC Ltd, In the 
next chapter^ the problemsof labour relations in another 
textile mill of U.P. namely Modi Spg. & Wwg Mill Co, Ltd. 
will be discussed, 
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C H A P T E R _ VI 
PROBLEMS OF LABOUR RELATIONS IN MP PI SPINNING & 
WEAVING MILLS COMPANY (MSWMC) LTD.-
A c a s e Study 
I n t h e p r e v i o u s c h a p t e r , t h e problems of l abou r 
r e l a t i o n s i n E l g i n M i l l s Campany L t d . have been e l a b o r a t e d 
in d e t a i l s which r e v e a l s t h a t t h e labour r e l a t i o n s i n t h e 
company a r e s a t i s f a c t o r y due t o e f f o r t s of t h e management 
t o c r e a t e i n d u s t r i a l harmony. 
The p r e s e n t c h a p t e r i s devoted to s tudy t h e problems 
of l abou r r e l a t i o n s i n Modi Sp inn ing and Weaving M i l l s 
Canpany (MSWMC) L t d . Modinagar . Before we go i n dep th 
study of t h e main problems of l abou r r e l a t i o n s in Modi Co . , 
i t s h a l l n o t be o u t o f p l a c e to d i s c u s s b r i e f l y h i s t o r i c a l 
background, f i n a n c i a l pe r formance , p a t t e r n of l abour 
management r e l a t i o n s , employees wages, w e l f a r e and working 
c o n d i t i o n s e t c . in MSWMC L t d . to p r e p a r e a background to 
d i s c u s s t h e major i s s u e s of l abou r r e l a t i o n s in the oon^any 
by t h e modi e n t e r p r i s e a l e a d i n g groc?> which i s ranked 
i n f i r s t top 12 i n d u s t r i a l houses of the covmtry. 
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MSWMC L t d . i s the f i r s t u n i t t o come up in t h e p o s t 
independence e r a in the Modi family - which i s now one of t h e 
l a r g e s t t e x t i l e m i l l s in t h e c o u n t r y . The u n i t was i n c o r p o r a t e d 
in 1946 a t Modinagar , D i s t r i c t Ghaziabad (an i n d u s t r i a l town 
w i t h a p o p u l a t i o n of over one l akh p e r s o n s i s s i t u a t e d on thcs 
main D e l h i - M e e r u t r o a d ) . I t s t a r t e d f u n c t i o n i n g in J u l y 
1949, when t h e impor t of machinery became p o s s i b l e a f t e r t h e 
war . A comple te p l a n t for s p i n n i n g a longwi th weaving. 
Dyeing, B l e a c h i n g and p r i n t i n g was impor ted a t a c o s t of 
more than one c r o r e rv^sees a t t h a t t i m e . The f a b r i c s of t h e 
m i l l s a r e marke ted under t h e brand name of "Modi T e x t i l e s " . 
The company h a s o p e r a t e d s e v e r a l u n i t s t i l l 1983 v i z . 
1) F a b r i c s D i v i s i o n (Un i t -A) 
Th i s u n i t s t a r t e d working in J u l y 1949 by manufac ture 
o f f i n e and s u p e r f i n e c o t t o n f a b r i c s , p r i n t s , t e r r y wools , 
d r e s s m a t e r i a l s e t c . 
2) Modi Y a m Div i s ion ( U n i t s -B & C) 
Uni t - B was s e t up a t t h e end of t h e y e a r 1957 w i th 
a c a p a c i t y of 28000 s p i n d l e s . The company f u r t h e r i n s t a l l e d 
Z l ^ 
a new ( y a m -C) m i l l which commenced f u n c t i o n i n g in 
February 1964 by add ing 64000 s p i n d l e s i n t h e e x i s t i n g 
p l a n t . Th i s u n i t manufac tured super f i ne y a m and a l s o 
s p i n n i n g t e r r y l e n e f a b r i c s mixed wi th s t e p l e f i b r e . Both 
t h e u n i t s B & c had been combined 5 ince J u l y 1976, 
3) Modi Thread Mills (Unit -D) 
The company s e t \ap a t h r e a d m i l l in 1966-67, This 
m i l l was p r o d u c i n g sewing t h r e a d and sewing y a m . I n 1971-7 2 
t h e u n i t i n s t a l l e d doublers# m e r c e r i s i n g , r e e l i n g , dyeing 
and b l e a c h i n g machines t r a n s f o r m e r s modemisation expansion 
programme t o manufac tu re e s p e c i a l l y t u r k i s h t o w e l s , 
4) Modi Ravon and S i l k M i l l s 
Th is u n i t was p u t up in March 1956 wi th 2250 a u t o m a t i c 
looms t o manufac tu re q u a l i t y goods such as t e r e l e n e , s u i t i n g s 
and s h i r t i n g s , s a r e e s , nylon goods e t c . 
The MSWMC L t d , has made cont inuous p r o g r e s s s i n c e 
1949, s h i f t i n g p r o d u c t i o n from course t o s u p e r f i n e c l o t h s . 
The p r o d u c t i o n p r o c e s s has been c o n s t a n t l y expanding wi th 
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improvements in machines, techniques and des igns . A most 
s i gn i f i can t fea ture in the continuous, d i v e r s i f i c a t i o n of 
production has been the automation of working sequences in 
d i f f e r en t s t a g e s . But in recent years due to recession the 
whole t e x t i l e industry i s in the gr ip of f inancia l c o n s t r a i n t s . 
Due to low produc t iv i ty per loom and per worker and f requai t 
labour t roub les i t became d i f f i c u l t for the company to 
manage a l l u n i t s . The management explored the ways and means 
of stremlming the working of the company to ensure t h a t 
con5>any tu rns the comer , wipes off the accumulated losses 
and gets back to the dividend l i s t . With these fac tors in 
view and to ensure t h a t the d i f f e r en t u n i t s of the company 
are made independent p r o f i t c en t r e s , four wholly owned 
s u b s i d i r i e s namely - Modi Threads Limited, Modi Text i les Ltd, 
(now upasum Tex t i l e s Ltd,) Modi spinners Ltd, (now vishal 
syntex Ltd,) have been formed w,e,f , 31st August 1983, so 
t h a t these companies look a f t e r the eas t - while four un i t s 
of the company aamely Modi Thread Unit, Modi Rayon & Silk 
Unit, Modi Yarn Mill 'B* and Modi Yarn Mill ' C uni t 
r espec t ive ly , independently whereas Modi c lo th uni t has been 
re ta ined by the company. The a s s e t s and l i a b i l i t i e s of these 
un i t s have also been t r ans f e r r ed on a 'Going Concern' basis 
to these subsidiary companies as per company's (vide 
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Agreement d a t e d 6 ,9 .1983 fo r t r a n s f e r s ) . B e s i d e s t h e 
c l o t h u n i t h a s been a b l e to make major b reak - th rough in 
s e c u r i n g t h e p r o c e s s i n g work on Job b a s i s t o l e a d b e t t e r 
u t i l i s a t i o n of thecompany' s f a c i l i t i e s . 
FINANCIAL POSITION OF MSWM COMPANY LTD. 
Share Cap i t a l . 
The a u t h o r i s e d c a p i t a l of the Company i s d i v i d e d i n t o 
90 l a k h s e q u i t y sha re of Rs. 1 0 / - l akhs each and 1 l a k h 
p r e f e r e n c e s h a r e s of Rs. 100 each . The company was s t a r t e d 
wi th an i n i t i a l p a i d - u p c a p i t a l of Rs. 37,71 l a k h s in 1946-47 
which was t h e r e a f t e r i n c r e a s e d to Rs. 67.09 l a k h s and 99.14 l akh 
in 1947-48 & 48-49 r e s p e c t i v e l y . I t went up t o Rs. 115.70 l a k h s 
in 1958-59 and Rs. 218.43 l a k h s in 1966-67 d u r i n g 1976-77, 
t h e p a i d - u p c a p i t a l of t he company rose to Rs. 371,04 l a k h s . 
I t f u r t h e r r o s e t o Rs. 532.90 l a k h s du r ing 1989-90 which i s 
d i v i d e d i n t o 48 .81 l a k h s e q u i t y s h a r e s and 0 .45 l a k h , 13.5% 
Redeemade c u m u l a t i v e p r e f e r e n c e sha r e s (as i s e v i d e n t from 
t h e t a b l e ( 6 . 0 ) . 
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Funds 
The company has bu i l t - up la rge rese rves over the yea r . 
The rese rves and surpluses have improved s u b s t a n t i a l l y from 
Rs, 0,17 lakhs in 1946-47 to Rs. 30.56 lakhs in 1956-57 t h e r e -
a f t e r i t fu r the r s t a r t e d i nc reas ing and reached to Rs.3335.79 
lakhs in 1984-85 when the company revalued the fixed a s s e t s 
v i z , Land Building and P lan t and Machinery a t f a i r market 
value as a t 31.8.1985. The excess of ( reva lua t ion over the 
book value of the said a s s e t s amounting to Rs. 2465.48 lakh has 
been c r e d i t e d to) Revaluation Reserve Account*. During 
1990-91/ the amount of reserves and surpluses w«it v;5> to 
Rs. 3224.41 lakhs which i s l i t t l e b i t lower than previous 
y e a r s . 
Loan Funds 
The borrowings of the company inc lud ing secured and 
unsecured loans have also increased over the per iod under 
review ( tablefd) . Whereas the amount went up from Rs.2331,64 
lakhs to Rs. 3573.33 lakhs in 1990-91 r e g i s t e r i n g an increase 
of 53.25 pe rcen t over 1981-82. Thus i t i s adding to the 
l i a b i l i t i e s of the company through loan funds. 
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TABLE - 6.a 
Showing t h e f i n a n c i a l p o s i t i o n of 
MSWMC L t d . d u r i n g 1946-47 t o 1990-91 
(te. i n Lakhs) 
Year 
P a i d up 
C a p i t a l 
37 
114 
218 
371, 
529, 
531, 
531, 
532, 
532, 
532, 
532, 
532, 
532 . 
532 . 
. 1 7 
. 4 3 
. 4 3 
. 0 4 
.77 
. 8 3 
.86 
.54 
,85 
,89 
.39 
.90 
,90 
90 
Loan funds Reserve funds 
1946-47 
1956-57 
1966-67 
1976-77 
1981-82 
1982-83 
1983-84 
1984-85 
1985-86 
1986-87 
1987-88 
1988-89 
1 9 8 9 T 9 0 
1990-91 
N.A. 
N.A. 
N.A. 
N.A. 
2331.64 
1734.02 
2276.97 
2152.04 
2370.94 
2583,04 
2777.62 
2915.48 
3160.99 
3573,33 
0 .17 
30.56 
135.66 
514.26 
162.77 
879.56 
870 .31 
3335.79 
1179.86 
1232.06 
890.90 
3345.36 
3327.10 
3224.41 
SOURCp - Annual R e p o r t s , MSWMC L t d . 
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P roductlon 
The company has increased sca le of production through 
d i v e r s i f i c a t i o n of i t s products t i l l 1983. The company i s 
working on 15000 spindles and 156 looms a t p r e sen t . The 
annual production f igures of f ab r i c s , yam and thread, cotton 
e t c have Ceen showi in the following t a b l e . 
TABLE - e , 1 
Showing t rends of production of Fabr ics and 
Yam and Thread during the year 1982 to 1991. 
Year Fabr ics (in lakh Mtrs . ) Yam & Thread (In lakh Kgs. 
1982 177.32 95.30 
1983 255.67 122.39 
1984 110.31 6.28 
1985 96.48 0.73 
1986 95.10 6.22 
1987 60.93 2.53 
1988 42.22 1.53 
1989* 16.85 0.39 
1990 34.21 0.41 
1991 28.30 0.27 
•Figures are for 7 months o n l y . 
SOURCE - Annual Reports, MSWMC L t d . , Medinagar 
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Above noted data shows that the production of 
fabrics increased from 177.32 lakh metres in 1982 to 255.67 
lakh metres in 1983 - an increase of 44.19 percent over 
previous year . Like wise/ the production of yam and thread 
went up to 122.39 lakhs kgs . in 198.3 from 95.30 lakhs Kgs. 
in 1982 r e g i s t e r i n g a r i s e of 28.4 percent over the same 
per iod. Thereafter the production of fabrics and yam and 
thread has shown continuously a declining trend. In 1990, 
the production of fabr ics has come down merely to 2 8.30 
lakhs metres showing a dec l ine of 88,78 percent over 1983. 
Similar ly/ the production of yam and thread was only 0.27 
lakh Kgs. in 1990 which i s l e s s e r by 99.78 percent over 
1983. This decl ining trend in the production of fabrics 
and yarn and thread i s mainly due to t ransfer of four major 
uni t s of conpany to i t s subsidiary companies. 
Sales and Income 
Sales and income of the comoany have sho'.vn nrwre or 
l e s s the same trend as revealed by trends of production. 
During 1982 the t o t a l sa les of the company was recorded as 
Rs.7015.54 lakhs which rose sharply to Rs. 10745.21 lakhs in 
the next year ind ica t ing a r i s e of 53.16 percent on 1982. 
Whereas i t come down to Rs. 2516.41 lakhs in 1984; decreased 
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fur ther in 1985 i t s t a r t e d inc reas ing slowly and reached to 
the tone of Rs. 3681.26 laWis in 1991. Other income of the 
company has a l so ind ica ted an o v e r a l l dec l in ing t rend 
excepting the years 1985, 1986, 1990 and 1991 when due to 
excess provis ion of I n t e r e s t and long term cap i t a l gains, 
the o ther income has increased . So far a s the t o t a l income 
i s concerned i t went tip from Rs. 7139.12 lakhs in 1982 to 
10935.45 lakhs in 1983 - an inc rease of 53,18 percent over 
previous y e a r . In the year 1984, i t came down to Rs. 2596-04 
l akhs . Thereafter the company has ra i sed the t o t a l Income 
by increas ing the sa les and o t h e r income. In 1991 ind i ca t i ng 
an increase of 50.66 percent over 1984 i t touched up the peak 
of Rs. 3911.23 lakhs, (as i s ev iden t from the following t a b l e ) . 
T r e n d s 
t o t a l 
Y e a r 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
1989 
1990 
1991 
* F l g u r 
SOURCE 
of S a l e s , o t h e r 
TABLE -
income an( 
income d u r i n g t h e v e a r 198 
(Rs, i n Ic 
S a l e s 
7 0 1 5 , 5 4 
1 0 7 4 5 , 2 2 
2 5 1 6 , 4 1 
2 4 2 9 , 7 5 
2 5 8 7 . 7 5 
2 8 8 4 . 1 8 
2 9 1 2 . 2 5 
1 8 5 2 . 7 1 
3 3 0 9 . 2 1 
3 6 8 1 . 2 6 
ikhs) 
O t h e r 
income 
1 2 3 . 5 8 
1 9 0 . 2 3 
7 9 . 6 3 
216 .85 
142 .39 
114 .26 
1 1 2 . 3 1 
9 9 . 5 4 
1 7 9 . 6 7 
2 2 9 . 9 7 
T o t a l 
Income 
7 1 3 9 . 1 2 
1 0 9 3 5 . 4 5 
2 5 9 6 . 0 4 
2 6 4 6 . 6 0 
2 7 3 0 . 0 8 
2 9 9 8 . 4 4 
3 0 2 4 . 5 6 
195 2 . 2 5 
3 4 8 8 . 8 8 
3 9 1 1 . 2 6 
6 . 2 
d 
2 - 9 1 
P e r c e n t a g e 
o f s a l e s 
t o t a l in( 
9 8 . 2 7 
9 8 . 2 6 
9 6 . 9 3 
9 1 . 8 1 
9 4 . 7 9 
9 6 . 1 9 
9 6 . 2 9 
9 4 . 9 0 
9 4 . 8 5 
9 4 . 1 2 
e s a r e o n l y f o r s even o n t h s . 
- Annua l r e p o r t s o f MSWMC L t d , 
t o 
come 
P e r c e n t a g e 
o f o t h e r 
income t o 
t o t a l income 
1.73 
1.74 
3 .07 
8 .19 
5 . 2 1 
3 . 8 1 
3 . 7 1 
5 . 1 0 
5 .15 
5 . 8 8 
22'c 
WorMnq Resu l t 
The following table shows the p r o f i t before tax and 
a f t e r t ax dur ing 1982 - 9 1 . 
TABLE - 6 .3 
Showing t r ends of p r o f i t before tax and 
p r o f i t 
Year 
1982 
1983 
1084 
1985 
1986 
1987 
1988 
1989* 
1990 
1991 
a f t e r tax 
Total 
income 
7139.12 
10935.45 
2596.64 
2646.60 
2730.08 
2998.44 
3024.56 
1951.25 
3488.88 
3911.23 
durinq 1982 - 1991. 
Total 
c o s t 
7659.67 
12408.51 
29 26.45 
2644.97 
2693.72 
2946.06 
3365.72 
2266.32 
3822.23 
4248.94 
P r o f i t 
before 
tax 
-520 .55 
-1473 .06 
- 3 3 0 . 4 1 
+1.63 
+36.36 
+*52.38 
-341 ,16 
-314 .57 
-333 .35 
- 3 3 7 . 7 1 
P r o f i t 
a f t e r 
t a x 
- 5 2 0 . 5 5 
- 1 4 7 3 . 0 6 
- 3 3 0 . 4 1 
1.63 
36.36 
52 .38 
- 3 4 1 . 1 6 
- 3 1 4 . 5 7 
- 3 3 3 . 3 5 
- 3 3 7 . 7 1 
•F igures a re for 7 months only , 
SOURCE - Annual Reports of MSWMC Ltd . 
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Working r e s u l t s of the company reveal t h a t the 
f inanc ia l pos i t i on of the company has shown a worsening 
t r end t i l l 1983, No doubt the t o t a l income of the company 
has increased a f t e r 1984 but a t the same time the cost of 
product ion has a l so gone up. After the formation of the 
subs id iary companies the working of the company improved 
and the company s t a r t ed making p r o f i t s thereby ind ica t ing 
t h a t t h i s was a step in the r i g h t d i r e c t i o n . In 1985/ the 
Company earned a sum of Rs. 1,63 lakhs as n e t p r o f i t which 
increased in 1986 and 1987 and went upto Rs, 33,36 lakhs up 
1986 and Rs, 52,38 lakhs in 1987 r e ^ e c t i v e l y . Since 1988, 
again the company became a l o s s making concern and incurred 
heavy l o s s e s . At the end of 31st March 1991, accumulated 
l o s s e s of the company were Rs, 3407,84 lakhs p e r t i c u l a r l y 
because of increase in cos t of product ion, working cap i ta l 
shortage r e s u l t i n g in n o n - u t i l i s a t i o n of the fu l l p l an t 
capac i ty , s luggish general market condit ion heavy i n t e r e s t 
burden e t c . 
F ina l ly i t may be observed t h a t the over a l l 
f i nanc ia l performance of the MSWMC Ltd , i s no t a t a l l 
s a t i s f a c t o r y . In view of the acctimulated l o s s e s , no 
provis ion has been made for deprec ia t ion for the same reason 
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the l i a b i l i t y for g r a t i u ty has not been asce r ta ined and the 
g r a t u i t y i s being accounted for on cash b a s i s . Even no 
dividend has been declared for the l a s t 10 years Company i s 
having enough dues of UPSEB AND ESIC, Keeping in view the 
xansatisfactory f inanc ia l condi t ion company made a reference 
to the Board for I n d u s t r i a l and f inanc i a l Reconstruction 
(BIFR) under the provis ions of the sick I n d u s t r i a l companies 
( spec ia l provis ions) Act, 1985, Cn the b a s i s of the 
information and exp la ina t ions furnished, the Board vide i t s 
o rder dated 15th June, 1990 declared the company as 'S i ck 
I n d u s t r i a l Company' and has a lso appointed the I n d u s t r i a l 
Development Bank of India (IDBI) as the opera t ing Agency for 
p repar ing a scheme for the r e h a b i l i t a t i o n of the company. 
The r e h a b i l i t a t i o n scheme i s under prepara t ion as i t came to 
the conclusion t h a t on i t s own the company would not be 
ab le to get revived and make i t s not worth p o s i t i v e whithin 
a reasonable time« 
Labour Management Pa t t e rn of MSWMC Ltd, 
This t op i c i s devoted to review the p a t t e r n of 
labour management r e l a t i o n s in the company. For the 
convenience of study the top ic i s s p l i t up in to two p a r t s . 
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The f i r s t p a r t discusses the o rgan i sa t ion and the second 
dea l s with the pa t te rn of employment in the company, 
o r g a n i s a t i o n of MSWMC Ltd. 
MSWMC i s one of the l a r g e s t company in the Modi 
group of i n d u s t r i e s t i l l 1983, i t cons i s ted of four m i l l s 
namely f a b r i c s . Yarn, Thread and Rayon and S i lk , All the 
m i l l s were under the control of one management. But due to 
f inanc ia l c o n s t r a i n t s , the company t r a n s f e r r e d indepeident ly 
four major u n i t s to i t s subsidiary companies on a going 
concern b a s i s in 1983. However, Fabr ics Units has been 
r e t a ined by the company. The Chairman of the Board of 
D i r e c t o r s i s a t the top. He a c t s as a d i r e c t i n g au thor i ty 
and de l ega t e s various functions of management to the managing 
d i r e c t o r who i s the Chief Management, Executive Incharge of 
t he company, and d i r ec t ly con t ro l s and supervieses a l l 
execut ive s t a f f . He i s appointed by the Board of d i r e c t o r s 
for a pe r iod of five years a t a t ime. Below the managing 
d i r e c t o r i s the J o i n t managing d i r e c t o r . Managerial s ta f f 
r epo r t s d i r e c t l y to J o i n t Managing d i r e c t o r . The J o i n t 
Managing Di rec tor i s the Centre of i n t r a c t i o n a l p a t t e r n of a l l 
departmental heads of the company. He i s the f ina l 
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co-ord ina tor of a l l dec i s ions and i n t e r - a c t i o n s which take 
place within the o rgan isa t ion and i n t e r n a l e n t i t i t i e s . The 
major r o l e of J o i n t Managing Di r ec to r i s to manage in te rna l 
rec iproce l interdependent of t h e d iv i s ion and the adjust them 
in accordance with the i n t e r n a l independence. 
General Managers (GMs) ope ra t ions and personnel are 
below the rank of J o i n t Managing D i r ec to r . G.Ms. 's pos i t ion 
i s above a l l departmental heads . GMs a re responsible for 
planning, co-ordinat ion , motivat ion and control of the m i l l s 
' o rgan i sa t ion* , 
G.M, (operation^has under h i s d i r e c t control and 
supervision the super intendents and masters of spinning, 
weaving, folding, processing, departments. Chief engineer. 
Quality control manager e t c . 
On the o ther hand, G.M, (Personnel) has also got a 
number of r e s p o n s i b i l i t i e s in the day-to-day a f f a i r s of the 
company. The heads of a l l the Departments l i k e ' S e c r e t a r i a l 
Department, Purchase Department, Accounts Department, Sales 
Department, Securi ty Departmait e t c . a re under h i s d i r e c t 
control and a s s i s t him in day-to-day working of the oonpany. 
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Below the General Managers are the heads of var ious 
Departments l i k e spinning, weaving, folding, bleaching and 
dying, p r i n t i n g , f in i sh ing , engraving qua l i ty control manager, 
development manager. Personnel Manager, Chief Executive 
(Corp.) , Con t ro l l e r of Accounts, Sales Manager, Purchase 
Manager, Cost Accountant, Secur i ty and Es t a t e Manager e t c . 
who are a s s i s t e d by t h e i r r e spec t ive a s s i s t a n t s . The 
placement of workers has n o t been made s ince they a re a t the 
bottom of flow c h a r t . 
Personnel Department 
There i s a separate department for the management of 
personnel in MSWMC Ltd . Under the d i r e c t control of G.M.(p). 
However, Personnel Manager, Personnel Off icer and Labour 
Officer are d i r e c t l y accountable to him. Personnel Manager 
with the a s s i s t a n c e and cooperation of personnel Off icer and 
Labour Of f i ce r looks a f t e r t o t a l functions of personnel such 
as recrui tment , s e l ec t ion , t r a i n i n g , t r a n s f e r s and promotions 
and also design the a c t i v i t i e s concerned with labour wel fare . 
The personnel department works in the i n t e r e s t of both 
management and workers by p lay ing a dual ro le in i n t e r p r e t i n g 
the gr ievances of workers to the management and expla in ing 
236 
the workers about the a t t i tude of management and making a 
c learcut understanding between both the p a r t i e s . Further, 
personnel department has a d i rec t l ink with time Officer. 
This department helps solving disputes by removing the 
differences and demands of the workers or through the neootic-
tlons , concil iat ion, arbi t ra t ion and adjudication proceedings, 
Apart from t h i s , taking appropriate action against workers 
in case of misconduct, negligence e t c . i s also an important 
function of t h i s department. 
I t i s observed from the discussion of organisational 
s t ructure of MSWMC Ltd. that the management and control of 
the company i s vested in the hands of Modi family. The 
company i s managed by chairman a t the top. Below the Chairman 
are the Managing Director and Joint Managing Director who are 
closely associated with the day to day a f fa i r s and interfere 
too much even in ordinary matters l ike recruitment, selection, 
t ransfer , promotion etc . Although there i s l i t t l e but 
decentral ization of functions since the heads of the different 
departments have been delegated the powers but they are also 
suppose to seek the advice of Managing Directors in some 
mat ters . The cornpany has set up a separate personnel 
department to deal with the personnel problems. But i t was 
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a lso repor ted t h a t a t p resen t t h e r e i s no Labour welfare 
Off icer to design the labour wel fare a c t i v i t i e s . Personnel 
Manager and Labour Officer a r e looking a f t e r the i n t e r e s t s 
of workers. 
P a t t e r n of Employment and Development 
of Personnel in the Company, 
The MSWMC Ltd . holds the p r i d e of p l ace amongst the 
i n d u s t r i e s of Uttar Pradesh, I t i s important to the economy 
of the s t a t e because of i t s con t r i bu t ion in the shape of 
employment. The company i s t he b igges t concern in the Modi 
Group providing employment to about 2000 workers on permanent 
as well as temporary b a s i s . The employees of the company 
have been c l a s s i f i e d into managerial and adminis t r ive staff* 
sttpervisory staff , c l e r i c a l s t a f f and workers . 
The c l a s s i f i c a t i o n of employees helps the company in 
recrui tment , se lec t ion , promotion and determining the wages 
and s a l a r i e s . 
The managerial s ta f f has been appointed to maintain 
the o rgan isa t iona l equilbrium of the company. They spend 
much time in roimds in the departments t o inspec t the work 
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done by the workers . The supervisory s ta f f i s in close 
contact with the process of product ion . Their main function 
i s to supervise the workers engaged in the var ious o p e r a t i o n s . 
The c l e r i c a l s ta f f perforins the o f f i ce work in the mil l 
o f f i ce and general o f f ice of the company. The workers a r e 
comprised of s k i l l e d and semi^-skilled workers are comprised 
of s k i l l e d and semi-sk i l l ed workers in d i f f e ren t departments 
of the company e . g . weaving, spinning, processing, dying, 
engineering e t c . workers l i k e d r i v e r s , peons, watchman e t c . 
have been kept in the category of o thers due to d i f f e r en t 
na ture of t h e i r j o b s . The following t a b l e revea ls the 
c l a s s i f i c a t i o n of employees according to the i r employment 
s t a t u s . 
S ta tus-wise c l a s s i f i c a t i o n of enployees c lea r ly 
reveals t h a t the number of managerial , adminis t ra t ive and 
supervisory s t a f f increased from 114 in 1982 to 185 in 1983. 
Number of c l e rk s has decreased from 169 to 157 during the same 
per iod . However, the nxmber of workers has increased to 
3190 in 1983 from 2883 from 2838 in 1982. Similarly the 
t o t a l number of enployees has gone from 3156 in 1982 to 
3571 in 1983 which s t a r t e d dec l in ing every year and come 
c i •*-
Showing t h e 
employees In 
Employment 
S t a t u s 
Manager ia l 
Admln, & 
Supe rv i so ry 
S t a f f 
C l e r i c a l 
S t a f f 
Workers 
O t h e r J 
i ) Peons 
i i ) D r i v e r s 
J J J \ W a t c h & i i i J vgard 
To ta l 
s t a t u s -
1 MSWMC 
1982 
114 
169 
2838 
-
13 
4 
18 
•^3156 
-wi se 
L t d . 
1983 
185 
157 
3190 
17 
3 
19 
3571 
TABLE 
number 
d u r i n g 
1984 
209 
148 
2502 
12 
6 
25 
2902 
SOURCE - Time Keeoer- MSWMC Co. 
- 6 . 4 
Of 
1 9 8 2 - 9 1 . 
1985 
128 
141 
1979 
12 
5 
16 
2281 
. L t d . 
1986 
195 
56 
1646 
10 
15 
3 
1925 
1987 
179 
87 
1430 
24 
23 
7 
1750 
1988 
188 
43 
1237 
23 
23 
7 
1521 
1989 
177 
38 
1357 
17 
23 
7 
1619 
1990 
165 
30 
1406 
17 
23 
7 
1648 
1990 
150 
31 
1466 
14 
8 
21 
1690 
down to 1690 in 1991, It is needless to say that why the number 
of employees has decreased and has become less than half of 
1983. It is mainly because of the transfer of vmits to subsidiaries 
in that year. 
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TABLE - 6.5 
Showing c l a s s i f i c a t i o n of workers 
accxordinq to service condi t ions 
Year Service condi t ions 
Permanent Tenporary and S u b i t i t u t e s e r e . 
•«etal-
1982 
1983 
1984 
1985 
1986 
1987 
1988 
1989 
1990 
1991 
1803 
1803 
778 
724 
574 
515 
449 
1095 
1128 
1229 
1035 
1387 
17 24 
1255 
1072 
915 
788 
262 
278 
337 
2838 
3190 
2502 
1979 
1646 
1430 
1237 
1357 
1406 
1466 
SOURCE - Time keeper MSWMC Ltd, 
Data regarding the number of worker (only skilled. 
Semi skilled and unskilled) according to their service 
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condition revea l s t h a t t i l l 1982 and 1983 the number of 
permanent workers was much higher than temporary workers. 
After 1983/ these was a r eve r se t rend as the number of 
tenporary workers s t a r t e d to become higher . This t rend 
p e r s i s t e d t i l l 1988. After 1989 onward, the company 
r e g u l a r l i s e d the temporary workers and consequently, the 
number of permanent workers increased . Besides, the number 
of t o t a l workers has also increased a f t e r the same year 
(as i s evident from the data noted in t a b l e ) . 
Personnel P o l i c i e s and P r a c t i c e s 
The personnel p o l i c i e s and p r a c t i e s includes 
recrui tment , s e l ec t i on , t r a i n i n g , t r ans fe r and promotion. 
The following i s the d iscuss ion of var ious personnel p o l i c i e s 
of MSWMC Ltd . 
Recruitment 
In MSWMC Ltd; i t has been observed t h a t there did no t 
e x i s t any systematic recrui tment programme t i l l a few years 
ago. Whenever the need for labour was f e l t , e i t h e r jobbers 
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or friends and relat ives of workers helped the management 
in providing required number of workers. More over the 
people of v i l lages surrounding Modinagar were given p r io r i t y . 
In t h i s way* there were several defects and malpractices in thij 
system of recruitment. To regularies t h i s system, labour 
off icers were appointed to serve the purpose. The semi-
ski l led and unskilled workers were mostly recruited at the 
gates of mi l l s . But l a t e r on due to government res t r ic t ion 
and control , the company looks the assistance of employment 
exchanges in recruitment of the workers. The labour 
Officer told that the employment exchange is the main source 
of recruitment of workers as about 60% of the workers are 
recrui ted through i t . The company sends the requirements 
of employees with job-descriptions and job specifications 
to the employment exchange and se lects the workers from the 
l i s t of applicants supplied by the employment exchange. 
About 10% of the employees are recruited through 
advertisement in news papers and inv i t a t ions . But th i s 
source i s mainly used for the recruitment of managerial, 
and supervisory staff, the use of t h i s source i s very seldom. 
The company offers the higher posts on enhanced salar ies 
and a t t r a c t i v e perks to the people working in other 
vmdertakings. Apart from t h i s xmskilled workers are 
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recruited a t the gate of the mi l l , (in percentage about 
8%), recommendations of employees and trade unions are also 
given due weightage, (About 5% of the employees are 
recruited) and among other sources* mostly the students of 
Multanlmal Modi College, Modinagar are appointed direct ly 
for various types of jobs in the company. 
Selection 
The selection procedure in the company i s quite 
simple. The workers and c l e r i ca l (office) staff i s selected 
by the personnel manager in consultation with the 
respective departmental head. F i r s t l y , a f te r the preliminary 
screening of application the candidates are called for in te r -
view. The candidates have to undergo a t r i a l process also 
in which they are required to operete machines. On the 
basis of thei r performance a l i s t of selected applicants 
i s preparea, and they are put on t ra in ing fox six months. 
After the completion of t ra ining, the workers are supposed 
to undergo probation for 6 months which may further be 
extended. I f the working of a person i s fotand unsatisfactory 
he has to leave the company. 
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The procedure of selection of managerial and 
supervisory staff i s different . F i r s t of a l l the 
applications are invited and screened on the basis of job 
requirments and specif icat ions. Than the best applicants 
are cal led for interview and are interviewed by the 
Selection Board and the final the selection i s done in 
t h i s way. 
Training 
The company does not have any i n s t i t u t e of i t s own 
for t ra in ing purpose. The wor>men are given on the job 
t ra ining and thus conpany follows the rudimentary system 
of t ra in ing in different Departments under the Apperentice 
Act, 1951, The company provides training to those 
apprentices who are santioned by the State Government as 
well as unpaid apprentices (through recommendations). The 
period of t ra ining i s 6 months for the technical apprentices 
which may be further extended if found unsatisfactory 
performance. Minimum qualifications for an apprentice i s 
Vl l l th standard in the age group of 18-20 years . During 
the training period trainees are given an stipends of 
Rs.330-450 per months. On successful completion of training, 
they get full wages, c ler ical apprentices are also kept 
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under the t r a i n i n g of one year in the mi l l /genera l o f f ices 
of the company a t an s t ipend of Rs, 290 per months. 
There i s a lso no sys temat ic and spec i f i c programme 
for the t r a i n i n g of the st^jervisory s ta f f . The company 
sponsors the supervisors to a t t end re f reshers courses 
organised by t r a i n i n g o r g a n i s a t i o n s in Kanpur e t c . Like 
wise no development programme i s designed and implemented 
for managerial and admin i s t r a t ive s t a f f . Company o f fe r s the 
higher p o s i t i o n s to e:<perienced excut ives of o ther 
competit ive o rgan i sa t ion . 
Transfers and Promotions 
In MSWMC Ltd . the s i t u a t i o n of t r a n s f e r of 
employees'from one job to another does not a r i s e very 
often because they are r e c r u i t e d for spec i f i c j obs . 
Administrat ive s ta f f may be t r ans f e r ed from one Department 
to another but technica l s t a f f under no circumstances may 
be t r a n s f e r r e d . 
Regarding promotions, t he management has made an 
agreement with t r ade unions according to which the vacancies 
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a r e to be f i l l e d th rough i n t e r n a l p romot ions . I n case 
of n o n - a v a i l a b i l i t y of s u i t a b l e c a n d i d a t e s , the 
adve r t i s emen t s h a l l be g iven in t h e newspapers . But the 
main purpose o f the management i s t o p r o v i d e maximum 
o p p o r t u n i t i e s of advancement t o t h e employees. Thus t h e 
p r e f e r e n c e i s given t o t h e worke r s working in t h e lower 
g rades wi th s u f f i c i e n t knowledge and e x p e r i e n c e . The 
promotion of l a b o u r i s done by t h e depar tmenta l head on t h e 
b a s i s of recommendations of t h e i r s u p e r v i s o r s . Whereas t h e 
promot ions of t h e s u p e r v i s o r y and manager ia l s t a f f a r e d e a l t 
by t h e managing D i r e c t o r on t h e recommendations of t h e i r 
s u p e r i o r s . S e n i o r i t y - c u m - m e r i t i s t h e c o n s i d e r a t i o n for t h e 
promotion of s u p e r v i s o r , c l e r i c a l and workers however 
m e r i t - c u m - s e n i o r i t y b a s i s i s used in case of manager ia l 
s t a f f . Genera l ly for h i g h e r p o s t s o u t s i d e r s (employees of 
o t h e r c o m p e t i t i v e o r g a n i s a t i o n s ) a r e a t t r a c t e d on 
enhanced s a l a r i e s b e t t e r p e r k s e t c . 
EMPLOYEES WAGES, WELFARE AND WORKING 
aSNDITlONS IN MSWMC LTD. 
Wages and S a l a r i e s 
Wages and s a l a r i e s have a lways remained main cause 
of d i s s a t i s f a c t o r y among t h e worke r s in MSWMC L t d . , because 
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in the ear ly years / the wages and s a l a r i e s were not paid 
according to the provis ions of the minimum wages Act 1948. 
In accordance with the Act, the D.A. was to be pa id 
separa te ly but the company' s p r a c t i c e was to pay the 
consol idated wages and s a l a r i e s . In 1962, Tex t i l e Wage 
Board presented i t s recommendations regarding the wages of 
workers of t e x t i l e mi l l s in two p a r t s ( l ) For the t e x t i l e 
m i l l s of Kanpur, and (2) For t he m i l l s ou t s ide Kanpur. 
The Kanpur m i l l s were placed in category ' B ' whereas Modi 
Co. in category ' A ' . The wages for the workers of t e x t i l e 
m i l l s of Kanpur were fixed Rs. 130 more than Modi Co., the 
main reason as shown was the h igher cos t of l i v ing in 
Kanpur, I t caused d i s s a t i s f a c t i o n among the workers of 
the company. 
In the year 1967, the second Tex t i l e wage Board 
gave i t s recommendations. But the management did not 
enforce t h i s law. This caused s t r i k e s and lock-out 
r e s u l t i n g in to d e a l t s and i n q u r i e s by p o l i c e f i r i n g . 
However, managetient made an agreement with the workers to 
pay more. Further in 1974, the wage ru l e s recommended by 
the Second Tex t i l e wage Board were r ev i s ed . The company 
implemented but the wages were below the leve l of wage 
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B o a r d ' s recommendations and t e x t i l e m i l l s of Kanpxor, The 
annual r e p o r t s of t h e Modi Company r e v e a l s in the f o l l o w i n g 
t a b l e , t h e amount of wages and s a l a r i e s p a i d to employees 
du r ing 1982 t o 1 9 9 1 . 
TABLE - 6.6 
Showing t h e amount of wages and s a l a r i e s pa id 
t o employees by MSWMC L t d . d u r i n g 1982 - 1991. 
Year No of workers Amount (RS, in Lakhs) 
1118.47 
1842.38 
359.66 
312.77 
323.92 
325.88 
364.13 
253.28 
479.99 
586.00 
* F igu r e s a r e for seven months on ly 
SOURCE - i ) Annual Repor t s of t h e company 
l i ) Time O f f i c e of t h e company 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
1989* 
1990 
1991 
3156 
3571 
2902 
2281 
19 25 
1750 
1521 
1619 
1648 
1690 
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A persua l of the above t ab l e r evea l s t h a t the 
company d i s t r i b u t e d a sum of Rs. 1118.47 lakhs as wages 
and s a l a r i e s among 3156 employees in 1982 which increased 
to Rs. 1842.38 lakhs for 3571 employees next yea r . There-
a f t e r the number of employees has come down due to t r a n s f e r 
of foior u n i t s to subsidiary company and the amount spent on 
wages and s a l a r i e s has a lso decreased over the yea r s but 
as the cos t of l i v i n g i s increas ing the amount of wages 
and s a l a r i e s has also increased e .g . in 1984 a sum of 
Rs. 359.66 l akhswaspa id to 2902 employees as wages and 
s a l a r i e s whereas the company paid Rs, 586,00 lakhs to 1990 
employee in 1991 which revea ls t h a t the wage and s a l a r i e s 
d i s t r i b u t e d by the company increased over the y e a r . 
Deamess Allowances (D.A.) 
The whole purpose of D.A, i s to n e u t r a l i s e a 
por t ion of the increase in the cost of l i v i n g . D.A. leads 
to i n d u s t r i a l harmony. I t i s t r e a t e d as an ex t ra allowance 
to maintain the standard of l i v i n g . In MSWMC L t d , , the 
D,A# was no t paid separa te ly in the ea r ly y e a r s . Even 
a f t e r t he enforcement of minimum wages. Act 1948, the 
company used to pay consol idated wages. At p re sen t , the 
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D.A. i s being paid separately a t the r a t e of Rs, 1,35 per 
p o i n t to workers . 
Annual Increment and Grades 
Annual incranents i s given only to those employees 
who complete 240 days in a yea r . In the ea r ly yea r s , there 
was no fixed r a t e of annual increment and i t was i:jpon the 
sweet w i l l of the management to decide annual increment. 
In 1979/ company made an agrement with labour unions in 
which, the annual wage increment of Rs. 6 for worker has 
been f ixed . Managerial and supervisory s t a f f i s paid 
between Rs. 50 to Rs. 200 as annual increment. 
As far as the grade i s concerned n e i t h e r workers 
nor mana-gerial and supcivisor s t a f f i s employed in to any 
grade. Workers are paid wages on piece r a t e s and s a l a r i e s 
of managers and supervisors are f ixed . However, c l e r i c a l 
s t a f f i s employed in the grade of Rs, 60 to 200 p.m. as 
ba s i c s a l a r y . 
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Payment of overt ime, work on 
paid hol idays and weekly off . 
Extra payment for over t ime enables workers to work 
more e f f i c i e n t l y . The company pays overtime to those 
workers who work in weekly o f f s , paid holidays or more than 
t h e i r r egu la r d u t i e s . P r i o r to agreement of 1979, the 
overtime payment was made a t the s ingle r a t e s to workers, 
but now i t i s double of thewage r a t e s . The overtime 
payment i s made da i ly a t the cash counter of the m i l l s . 
Payment of wages and s a l a r i e s 
The company pays wages t o the employees both on the 
time and p iece b a s i s . Wages a r e paid to employees on a l l 
the working days through out the month. The d i f f e r e n t 
da tes are f ixed for d i f f e r e n t departments of the m i l l s . 
The following t ab l e shows the various dates of payment of 
wages and s a l a r i e s . 
The payment t o eitqjloyees i s made a t the cash windo 
in general o f f i c e , i f i t exceeds te. 1000, i t i s paid 
through bank. 
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TABLE-6.7 
Showing the da t e s of payment of wages 
and s a l a r i e s to employees in MSWMC Ltd. 
Departments Date 
Maintenance 7th 
Spinning 10 th 
weaving 17th 
Winding, 
Dying 25th 
Folding 
Managerial Supervisory 1st 
and c l e r i c a l s t a f f 
SOURCE - Personnel Department of the company 
Labour Welfare 
A number of welfare f a c i l i t i e s have been provided 
by the management of MSWMC Ltd , for improving the working 
condit ions of the workers i n s ide and outs ide the m i l l s . 
The e x i s t i n g labour welfare f a c i l i t i e s in the company may 
be c l a s s i f i e d conveniently i n to two p a r t s (1) Financia l 
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f a c i l i t i e s and (2) n o n - f i n a n c i a l f a c i l i t i e s . 
F i n a n c i a l F a c i l i t i e s 
The fo l l owing f i n a n c i a l f a c i l i t i e s have been 
p r o v i d e d t o workers by company f o r t h e i r w e l l - b e i n g 
and e f f i c i e n c y . 
(1) Bonus 
I n MSWMC L t d . b e f o r e enac tment of t h e Act, t h e payment 
of bonus depended upon t h e w i l l of management. At p r e s e n t / 
t h e m i l l s a r e pay ing bonus more than t h e minimum guaranteed 
i . e . 8 .33 p e r c e n t . The f o l l o w i n g t a b l e shows the amount 
of bonus p a i d t o employees of t h e company, 
TABLE _ 6.B 
Showing the amount of bonus p a i d t o employees 
by t h e MSWMC L t d . During the y e a r 1982 - 1991 . 
Year No. of employees Amount (RS, in lakhs) 
1982 3156 79 .77 
1983 3571 133.87 
1984 2902 27.55 
1985 2281 24.66 
1986 1925 1.07 
1987 1750 20.95 
1988 1521 58.17 
1989* 1619 18.17 
1990 1648 38.13 
1991 1690 49 . 4 3 
• F i g u r e s a r e for seven months o n l y , 
SO^JRCE - i ) Aijnual Repor ts o f t h e company i i ) Time Offlfce of t h e company 
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I t i s su rpr i s ing to no te t h a t a f t e r the enactmeit 
of Bonus Act, the company has pa id the bonus more than 
minimum i . e . 8.33 pe rcen t . The bonus has reached to the 
peak of 19 percent during e i g h t i e s . Thereafter due to 
f inanc ia l cons t sa in t s the percentage has come down but even 
than i t i s more than minimum guaranteed e . g . during 1988 
and 1989, t he company paid bonus @ 11 percent and 10.75 
percent r e spec t ive ly . The amount of bonus paid on 1991 
i s a lso higher than 1990. During the year a sum of Rs, 49.43 
lakhs was d i s t r i b u t e d as a g a i n s t Rs. 38.13 lakhs in 1990. 
Provident Fund 
The employees provident Fund Act 1952 i s 
appl icable to MSWMC Ltd. The enployees con t r ibu tes 
8.33% of the sa lary and the same con t r ibu t ion i s made by 
the company in the Provident Fund Account of the 
employees. The following t a b l e shows the amount of 
Provident Fund Scheme, incur red by the company during 
1982 to 1991. 
A cursory glance over the data revea ls t h a t the 
company has incurred adequate amount under the provident ^ 
n r- r-
2o / 
TABLE - 6.9 
Showing the amount con t r ibu ted towards P rov iden t Fund 
Scheme in MS'.'B^ C L t d . d u r i n g 1982-91 
Year No.of Qnployees Amount 
(Rs, in Lakhs) 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
1989 
1990 
1991 
3156 
3571 
2902 
2281 
1925 
1750 
1521 
1619 
1648 
1690 
113.61 
186.15 
35.14 
30.33 
32.06 
30.28 
33.84 
23.43 
45.16 
50.55 
SOURCE - Annual Reports of the Company. 
fund. The amount contributed by the company on account of 
P.F. went up from 113.61 lakhs in 1982 to 186.15 lakhs in 
1983. In the subsequent years , however I t has decreased 
but in r a t i o of employees i t i s not l e s s . The contribution 
to P.F. i s l e g a l l y binding on employer so the increase i s 
z:)b 
no more significant as it is equal contribution by the 
company and staff. 
Gratuity 
To provide the f inancia l benef i t to employees a t the 
time of leaving the organizat ion, the Government passed 
payment of Gratui ty Act in MSWMC Ltd . , Large sum has be^i 
paid as g r a t u i t y to the enployees over tbe period of time. 
The following tab le shows the amount of g r a t u i t y paid to 
workers by the company during 1982-91 
TABLE - 6.10 
Showing 
Year 
t h e amoun t of G r a t u i t y paid by the MSWMC Ltd 
dur ing 1982-91 
Amount 
(Rs.in Lakhs) 
1982 9.16 
1983 18.11 
1984 - - 3.10 
1985 - - 0.46 
1986 1.24 
1987 17.30 
1988 - - 16.45 
1989 22.26 
1990 25.12 
1991 - - 24.71 
SOURCs - Annual Reports of t he Company. 
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As shown in the above t ab le that the amount of 
g r a t u i t y payment has increased over the period of tiine. 
In the 1984, i t was Rs. 3.10 lakhs which went up to Rs.24.71 
lakhs in 1991. I t i s needless to mention tha t a f t e r the 
t r ans fe r of un i t s to s u b s i d i a r i e s , the company has paid 
the amount of g r a t u i t y to employees and i t i s the main 
reason tha t e i t h e r most of the employees have been asked 
to leave the job or have l e f t themselves feeling t h e i r 
jobs insecure . 
Advances and Loans 
In specia l cases i . e . f e s t i va l s e tc the company 
provides advance f a c i l i t y . An employee may take advance 
not exceeding 40 percent aga ins t his monthly sa l a ry . The 
amount of advance i s deducted agains t the sa lary of that 
month. Apart from advance, an employee may take loan 
agains t his provident fund a t a nominal r a t e of i n t e r e s t 
on the recommeidations of the Departmental heads for the 
purpose of construction of house, marriage or any emergency 
need. The repayment of loan i s done in the 10 equal 
monthly ins ta l lments deducted from his monthly sa l a ry . 
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Thus, the coinpany has provided adequate f inancial 
incent ives to employees. Besides above mentioned f a c i l i -
t i e s / the employees are a lso provided with f a c i l i t y of 
leave with pay* and monthly production bonus. 
Non-Financial F a c i l i t i e s 
The following is the b r i e f descr ip t ion of some non-
f inancia l f a c i l i t i e s in the company: 
Housing 
The management of MSWMC Ltd. has provided houses 
with adequate f a c i l i t i e s and reasonable ra tes to employees 
to l i v e near the place of work. Keeping in view, the acco-
mmodation problems of employees, company es tabl ished a 
colony. I t consis ts of 300 quar te r s for the employees. 
Then 454 more quarters were added in a new colony named 
Harmukhpuri. The company also constructed houses in 
Maheidrapuri and Devendrapuri and a l l these four colonies 
account for to provide accommodation to over 6000 workers. 
Besides these housing un i t s / U t t a r Pradesh Government 
a l so real ized the need of improving housing problems of 
workers. In 1952 the subs tan t i a l housing scheme for 
i n d u s t r i a l workers was s t a r t e d , and Government Colony was 
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es tab l i shed in Modinagar. The rent of mill quar ters i s 
nominal ranging from Rs. 10 to 50. 
Managerial and supervisory personnel have been 
provided housing f a c i l i t i e s in the Yogendra Park, Sa t i sh 
Park/ viney Park and Mohan Park. These housing f a c i l i t i e s 
a re near the premises of the company. The annual r epa i r s 
and white washing f a c i l i t i e s a r e provided by the company 
free of co s t . 
Recently the management has proposed to d ispose 
off the houses of the company to the employees a t a very 
reasonable r a t e s . The s tep has he&n taken by the company 
to c o l l e c t more resources to pay off debt and purchase new 
machinery. In th is way/ the employees of the company 
may have t h e i r own houses a t the l e s s e r r a t e s than market. 
The following t ab le reveals the pr ices of these houses: 
colony 
l.Yogeidra park 
2.Sateesh Park 
3.Viney Park 
4.Mohan Park 
5 ,Dev endrapuri 
6,Harmukhpuri 
7 .Mahendrapuri 
SOURCE - Labour 
• A ' 
• B ' 
Offi( 
TABLE - 6 . 1 1 
Estimated p r i ce 
for employees 
(per un i t ) 
4.00 
. 2.50 
1.90 
1.70 
2.50 
0.50 
0.37 
0.25 
cer of the Company. 
(Rs.in Lakhs) 
Market p r i c e 
(per u n i t ) 
5.00 
3.25 
2.50 
2.25 
3.25 
0.75 
0.50 
0.35 
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Medical 
The company has provided adequate medical f a c i l i t i e s 
to a l l employees. Besides f i r s t aid boxes in d i f ferent 
departments, there i s one dispensary in mi l l s having one 
Medical Officer and compounder. The company has also main-
tained one general hospital for a l l the employees of Modi 
Companies a t Modinagar having Medical Officers and coirpoun-
ders and nurses to attend the p a t i e n t s . The Employees 
S ta te Insurance (ESI) Scheme i s in operat ion in the cotrpany 
s ince 23*3.1959, All the workers a r e the members of the 
ESI Scheme so they are supolled a l l the medicines from the 
dispensar ies and hospitals f ree of c o s t . Even the dependents 
of employees are given free medicines. Some times workers 
a r e referred to o ther hospi tals l i k e AIIMS, Safd*rjung, 
Holy Family e t c . / the expenditure incurred in tha t connec-
t ion i s borne by the ESI Corporation. 
The workmai compensation Act i s not ex is t ing in the 
company since ESI Scheme i s e x i s t i n g . ESI Scheme covers 
the loss of wages and s a l a r i e s for the period of sickness 
of the employees. Compensation In case of death or 
accident of workers i s also paid through th i s scheme. - SSI 
i s a contr ibutory scheme* both enployer and enployees 
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have to con t r ibu te . The contr ibution of employer and 
employee i s 5 and 2.25 percent r e s l e c t i v e l y . However, 
t i l l 1984, the employee had to cont r ibute 2.5 percent but 
recen t ly due to severe f inancia l cons t ra in ts and continuous 
losses the company had gone i n t o a r rears in regard to the 
payment of ESI dues. 
Educational 
The management of MS^ J^MC Ltd. has takei ke^i I n t e r e s t 
in looking a f t e r the welfare of employees with due emphasis 
in the f ie ld of education of t h e i r ch i ldren . A number of 
primary schools . Junior High Schools, Intermediate Colleges 
and two Postgraduate Degree College both for boys and g i r l s 
have been establ ished by the Modi group a t Modinagar. 
There i s an English Medium School named Vidyawati Public 
School for the children of employees of the Modi i n d u s t r i e s . 
Apart from preference in admission some concession i . e . 
t u i t i on fee i s a l so given to the employees earning less 
than Rs. 12CXX5 per annum. 
Recreational 
A number of soc io-cu l tu ra l a c t i v i t i e s for the recrea-
tion of employees have been provided by the management. 
2G4 
These f a c i l i t i e s includes games and spo r t s , Mushaira/ 
Qawwali/ Kavi Sammelan Musical Nights and other cu l tu ra l 
a c t i v i t i e s , the company has s e t up workers' c lub, to 
organize various soc io-cu l tu ra l functions. The following 
t ab le gives the idea of e^q^enditure incurred by the 
company on the vorkers clubs. 
TABLS - 6.12 
Showing company's expenditure on workers club 
during 1982-91 
Arrount 
^^^ (Rs.ln Lakhs) 
1982 32.23 
1983 52.37 
1984 5.31 
1985 4.07 
1986 4.98 
1987 6.04 
1988 5.53 
1989* 4.15 
1990 7.55 
1991 12.82 
* Figures a re only for eight months. 
SOURCE - Annual Reports of MSWMC Ltd, 
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A glance over the data reveals t t e t the company has 
i n t e r e s t i n g l y contributed to the welfare clubs of the 
employees. The amount spent in recent years i s no doubt 
much low but a t the same time the number of employees has 
also decreased. 
Welfare Funds 
A welfare fund exis ted in MSWMC Ltd. This Welfare 
fund has been created out of donations / subscriptions and 
fines to help the employees in times of need. The expen-
ses incurred on recrea t iona l f a c i l i t i e s through welfare 
clubs are also met out of th i s fund. However/ i t i s 
surpr is ing to note that most of the workers a re not aware 
that there i s any such fund for them. 
Canteen 
The company has es tabl ished two canteens for provi -
ding refreshment to the employees a t subsidised r a t e s / 
rendering 24 hours s e rv i ce . The canteen building/ furni ture / 
water/ e l e c t r i c i t y e t c . have been provided by the company. 
However/ these canteens a re managed, controlled and super-
vised by local contractors chosen by the company. The 
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conpany hes formed p re sen t ly a canteen managing committee 
to look a f t e r day to day working of conteens l i k e checking 
of qua l i ty and p r i c e s e t c . Tea, J a l e b i , Gulab Jamun, Matri , 
Barf i , Pur l Sabzi Pakora, Laddu, Samosa, Cold dr inks and 
o the r snacks and food e t c , a re a v a i l a b l e a t a lower r a t e s 
than market. The qua l i ty of the items and service i s also 
qui te good in these can teens . 
Others 
The company also provides various other facilities 
such as cooperative stores. Rest rooms. Drinking water, 
safety measures fire service, first aid facility, free 
cycle stand, uniform etc, for the welfare of workers. 
Working conditions 
The following is a brief description of the working 
conditions in MSWMC Ltd. 
Hours of work 
In MSWMC Ltd , the hours of work have been f ixed a t 
48 hours per week and 8 hours per day for a l l ca tegor ies of 
2 6 / 
workers while of f ice s ta f f has to work for 42 hours pe r 
week and 7 hours per day. 
Rest I n t e r v a l s 
There i s only one i n t e r v a l in MSWMC Ltd, in between 
working hours for hal f an hour every day for working c l a s s 
and one hour for off ice s t a f f . This i n t e r v a l i s given for 
lunch. The following t ab l e shows the spread-over the 
d i f f e r e n t ca tegor ies of employees. 
SmiS. - 6.13 
Showing the spreed-over o^ the 
employees in MSWMC Ltd . 
Category Spreadover Rest i n t e rva l 
Off ice Staff 8 hours 1 hour 
Workers 8 hours 1/2 hour 
gOURCE - Personnel Departments of the Company. 
Sh i f t Arrangement 
To increase production and for the maximum u t i l i s a t i o n 
of product ive capaci ty , the company has Off ice s ta f f three 
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s h i f t s working in m i l l s . Off ice s t a f f works in one s h i f t . 
The timings and durat ion of var ious s h i f t s for workers and 
c l e r i c a l s ta f f are as the fol lowing. 
TABLE - 6.14 
Showing the sh i f t arrangement 
in the MSWMC Ltd . 
. .^. Duration Duration Rest I n t e rva l 
j sn i t t s fjcQfci hour Time from hour to 
to hour hour 
Mi l l s 
A 6.00 AM - 2 PM 1/2 hOur 10.00 AM - 10.30 AM 
B 2.00 PM -18 PM 1/2 hour 6.00 PM - 6.30 PM 
C 10.00 PM -06 AM 1/2 hour 2.00 PM - 2.30 PM 
Office 09.30 AM -05.30 PM 1 hour 01.00 PM - 02.00 PM 
SOURCE - Personnel Department of the Company, 
One th ing would be important to no te t h a t hours of work 
and wages are sams for workers in a l l s h i f t s . Every 
worker wants to work in s h i f t ' A ' , To keep workers happy* 
a system of monthly change-over in d u t i e s has been adopted 
by the con^any. 
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Leave and Holidays 
Leave and holidays have t h e i r own s ign i f icance in 
mainta in ing harmonious labour r e l a t i o n s . In MSWMC Ltd . 
weekly off i s given to a l l employees. Annual leave i s 
gran ted to workers according to F a c t o r i e s Act 1948 i . e . 
be s ide s every worker who has completed a t l e a s t 540 days 
s e rv i ce during a calender year sha l l be allowed during 
t h e subsequent clender year to take leave with pay a t the 
r a t e of one day for every twenty days of work performed 
by him during the previous calender y e a r . In case the 
a t tendance f a l l s short of t h i s no leave i s granted. In 
add i t i on an employee may take 90 days leave in case of 
s ickness from ESiC, during t h i s pe r iod he i s pa id by local 
o f f i c e of ESIC, Modinagar. 
The company provides separa te p r iv i l ege* Casual 
and s ickness leave for 15, 10 and 15 days r e ^ e c t i v e l y 
to managerial , supervisory and c l e r i c a l personnel . Holi-
days to be enjoyed by the employees of the coitpany have 
been shown in the following t a b l e . 
27b 
TABLE - 6.15 
Showing l i s t of hoU(^ ffyp t.n \}f^ enipyed 
bv t h e employees of MSWMC L t d . 
Name of F e s t i v a l No o f days 
1 . R e p b l l c Day 
2 . Shiv R a t r l 
3 . Ho l l 
4. Idul-Fitar 
5 . Independence Day 
6 . Gandhi J a y a n t i 
7 . Dushera 
8 . Janamastmi 
9 . Dipawal i 
SOURCE - P e r s o n n e l Department of t h e Company 
Thus workers enjoys only 9 h o l i d a y s . Manager ia l 
s t a f f i s g iven h a l f day on every second Saturday and 
2 h o l i d a y s on Dipawa l i , So they enjoy in a l l (9 + 1 + 6 = 16 
h o l i d a y s . These a l l a r e p a i d h o l i d a y s p r o v i d e d employees 
j o i n d u t i e s n e x t day of t h e f e s t i v a l . 
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o t h e r working condi t ions 
About o the r working condi t ions in Modi Company i t was 
observed t h a t the m i l l s are kept c lean . Accumulation of 
cotton dus t i s removed da i ly by sweepers. There i s 
proper arrangement for the d isposal of waste and e f f l u e n t s . 
Adequate l i g h t i n g i s a l so ava i l ab le in work rooms because 
a l l work rooms are s ing le s to ry . Besides, a l l work rooms 
are well v e n t i l a t e d . In each department exhaust fans have 
been i n s t a l l e d for proper humidi f ica t ion . The company has 
a l so provide adequate numbers of l a t e r i n e s and u r i n a l s in 
the m i l l s for employees. 
Trade Unionism in MSWMC Ltd . 
In 1950, the employees of MSWMC Ltd. f e l t need for 
a union and l a i d the foundation stone of the f i r s t union, 
"Modi Spinning and Weaving Mil ls Karamchari Union." The 
Karamchari Union was r eg i s t e r ed in the o f f ice of Reg i s t r a r 
Trade Unions, Ut tar Pradesh under Indian Trade Union Act, 
1926 in Ju ly 1950 and was recognized by the management in 
1952. This iwiion i s a f f l i l i a t e d with INTUC and follows 
i t s i n s t r u c t i o n s regarding the Union a c t i v i t i e s . Majority 
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of workers are the members of this Union. Karmachari Union 
after recognition got funished Office accomodation at the 
cost of company with in the premises of mills. Each member 
has to pay Rs. 5/- per month for monthly subsription. This 
subscription is deemed as a general fund. In the earlier days 
Rs. 3/- per annvum was charged as subscription. The Office 
bearers of the union are president one, Vice-President (one). 
Secretary (one). Joint Secretary (two) and treasurer (one) 
and excutive mebers (ten), The general body of the union 
meets once a year while executive committee meets 4 to 6 
times a year. The Karamchari Union has taken from time to 
time positive steps forthe welfare of its members and has 
played an important role through representation in various 
bipatile committees the mills 7 members of the union are 
the members of Joint Management Council 3 of Joint 
Departmental Committees three of conciliation Committee, three 
of welfare Committee and three Canteen Committee, 
In 1957, a new union wasestablished in the name of 
the "Kapra Mill Mazdoor Sangh" having its affiliation with 
(dTU) and was registered in 1958. Its strength consisted 
of over 1000 members at that time representing almost 20% 
of the workers of the mills. The structure of this tmion 
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i s a l so more or l e s s same as of o t h e r union. This union 
organised the workers succes fu l ly . The lonion also organised 
a s t r i k e on the question of i t s recogni t ion and v ic t imiza t ion 
of employees along-with severa l o t h e r demands in Ju ly 1958 
but the management dec lared a look-out which continued for 
20 days . This union i s not ab le to n e g o t i a t e with t he 
management since i t s members do not ge t r ep resen ta t ion . 
Trade xinion movement in MSWMC Ltd . was qui te slow and 
there was lack of a s t rong recognised union. Consequently 
in October 1978 a new union of workmen of company was 
r e g i s t e r e d in the name of 'Kapra Mill Mazdoor Union.' This 
union i s a f f i l i a t e d to Hind Mazdoor Sabha and owned i t s 
a l l eg i ance a t the p o l i t i c a l l eve l to the Lok-dal wing of the 
Jan ta Pa r ty , S t ruc ture of t h i s union i s also more or l e s s 
same as in case of o ther unions. The main functions of t h i s 
union a re a g i t a t i o n a l and i t has emerged as one of the 
s t ronges t unions in the company and has made former unions 
almost defunct. 
During 1988-89, a union in the name of "Kapra Mill 
Mazdoor Union" in a f f i l i a t i o n with 'A Nat ional Union 
Regenerating Actual Growth' (ANURAG) was reg i s te red in the 
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Office of Regis t rar Trade Union under the Trade Unions Act, 
1926 of U.P. This union has a l s o emerged as a formidable 
union and the management i s f r igh ten to the a c t i v i t i e s of 
t h i s union which i s continuously engaged in a g i t a t i o n s in 
order to f u l f i l l the demands of i t s members. 
Thus, a t the movement, t h e r e a re four r eg i s t e red 
Unions in MSWMC Ltd. But the management has accorded 
recogni t ion to only one union which was es tab l i shed in 195 2. 
Management has not recognised o t h e r t h r ee unions, on account 
of a va r i e ty of f ac to r s . Espec ia l ly the management i s 
aga in s t the union under the banner of ANURAG Federat ion. 
I n d u s t r i a l Disputes in MSWMC Ltd . 
There was no s t r i k e before 1952 in MSWMC Ltd . The 
unres t began from the year 1952 when the management refused 
t o recognise workers union for about 2 y e a r s . Consequently, 
the Union had to make s t ruggle and the management accepted 
t h e i r demand and gave recogni t ion to t h e i r union. Another 
union, Mazdoor Sabha which was e s t a b l i s h e d in 1957 was 
successful in s taging a s t r i k e t h a t l a s t e d for about 13 days 
the main causes of t h i s were r ecogn i t ion and v i c t i n i s a t i o n 
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of workers . This s t r i k e came as a s u r p r i s e to the management, 
a s the management was under the impression t h a t a l l the 
workers were now under t h e i r g r i p . In J u l y 1958* the re was 
again a s t r i k e Motivated by Mazdoor Sabha on the i s sue of 
r e c o n s t i t u t i o n of the conc i l i a t i on committee and the inclusion 
of the Sabha members i s i t which was followed by a look-out . 
The workers s t a r t e d a satya graha a g a i n s t t h i s lock-out and 
nea r ly 500 workers were sent to J a i l s , The management was 
h o s t i l e to t h i s demand. Then the then Chief Minis ter of U.P. 
i n t e rv i ened in the matter and a l l the employees were 
r e i n s t a t e d desp i t e of var ious charges . 
In May 1961, the Vice-President of Mazdoor Sabha went 
on hunger s t r i k e with two other workers on the i s sues of 
the im;iementation of Tex t i l e wage Board recommendations, the 
r e c o n s t i t u t i o n of the Conci l ia t ion Committee and r e -
ins ta lment of dismissed workers. The s t r i k e was not supposed 
t o be the t o t a l s t r i k e since the members of Karamchari Union 
did not support the s t r i ke and the work remain continued. 
Consequently, the Mazdoor Sabha again f a i l e d to achieve i t s 
o b j e c t i v e s . But i t went on a g i t a t i n g for the inplemtation of 
the recommendations of the wage Board, As pe r recommendations 
of the Wage Board, the mi l l s were p laced in the category 'A' 
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for inc rease in the wages and separa te the D.A. from the 
wages. The managanent was not agreed on any of demands. 
The then Chief Minis ter was requested to intervene^ but 
meanwhile, the management entered in to an agreement with an 
o f f i c e bearer of the INTVC and f ixed the D.A. a t an amount 
which was not in complete accordance with the recommendation 
of the Wage Boards. The Karamchari Union accepted t h i s 
agreement but the Mazdoor Sabha launched a ser ious ag i t a t i on 
a g a i n s t i t and i n s i s t e d on the fu l l implementation of the 
recommendations of the Wage Board. At the request of management/ 
Sect ion 144 had to be imposed in September 1962 and PAC 
has be posted in and around the m i l l s . Five l eader s of the 
Mazdoor Sabha were a r r e s t e d . In the meanwhile, the 
emergency was declared due to chineses ^ggresion and the 
a g i t a t i o n of the Mazdoor Sabha was suspended and the 
problems of members of the Sabha remained unresolved. During 
a l l t h i s period the mi l l s did not c lose for even a s ingle 
day and the s t r i k e can be said as a p a r t i a l s t r i k e . 
Thereaf ter , in 1967, the re was a major i n d u s t r i a l 
un re s t in the company on the non-implementation of the 
recommendations ofthe second Tex t i l e Wage Board. So the 
unions had to make concered e f f o r t s and resor ted to a 
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s t r i k e which was followed by a lock-out in December 1967, 
causing deaths and severe i n j u r i e s to a number of workers 
due to p o l i c e f i r i n g . The s t r i k e l a s t e d about one months 
and came to an end by an agreement between unions and 
management. 
Actually/ the labour t roub les s t a r t e d in MSWMC Ltd . . 
a f t e r the formation of 'Kapta Mill Mazdoor Union' in October 
1978. The union sent a cha t t e r of Demonds on 23.10.78 
wherein, amongst o t h e r s , demands r e l a t i n g to 20% bonus for 
the year 1978-79 and thewag^ scale equiva len t to the t e x t i l e 
m i l l s a t Kanpur were raised^ The union members s t a r t e d 
indulging in to a c t s go alow in te rmi tan t stoppage of work, 
slogans shouting in to factory premises and other a c t s of 
i n d i s c i p l i n e including Vis l^nt a c t i v i t i e s . However, the 
management entered i n t o nego t ia t ions with the union and to 
continue harmanious labour r e l a t i o n s decided to give an 
increase of Rs. 15 / - to every workmen w.e . f . 26.1 .79. 
Thereafter a g i t a t i o n was r e s t a r t e d over the demand of bonus 
for the year 1978-79. A l thou^ bonus was already s e t t l e d by 
a r b i t r a t i o n of labour commissioner but t h i s time i t was 
taken up by the Labour Minister of U.P. who a rb i t a ry 
d i r ec t ed to pay Rs. 57 lakhs as bonus in s t ead of Rs, 37 lakhs 
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payable for the year. Thus Rs, 20 lakhs were paid extra 
arbitarlly. 
On 2nd October 1979, the same union resorted to a relay 
hunger strike for the implementation of "Charan Singh Award' 
of July 1979 (RS. 80 per head per month) . Relay hunger 
strike continued till 6th December 1979 but the management 
didn't pay any need to the demands of workers. Consequently, 
from 7th December 1979, the union leader went on hunger 
strike Unto death which however was fizzled out on 22nd 
December 1979 when the Chairman of the company accepted 
all the demands of the workers. 
From 4th May 1980 to 31st May, 1980 several incidents 
of work stoppage asaults of managerial and sx^pervisory staff 
and sabotage of machinary also occurred. However on 31st 
May, management initiated disciplinary action against 437 
workers of various charges levelled against them. After 
a proper domestic enquiry in each case the charges lavelled 
against them were found proved and therefore they were dismissed 
from the services of the company on various dates. 
Subsequentely about 5000 workers gave an undertaking as 
required by the management \aider their notice of lock-out 
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dated 31.5.1980 and showed the i r w i l l i ngnes s to repor t 
for duty. The s t a t e Government a l so assured the management 
on behalf of workers and with t h e concerted e f fo r t s , lockout 
was l i f t e d and workers jo ined d u t i e s w.e.f , 28.7.1980, In 
pursuance of the i n s t r u c t i o n s of Chief Minister out of 437 
suspended workers 374 were taken back on duty by the end of 
September 1980 and remaining 63 workers agains t whom 
cr iminal proceedings under IPC Sect ion 302/307/324/225/325 
and 326 were underway were l e f t o u t . 
Labour t roub les remained continuous, from 9th Ju ly , 
1984 workers of Modi '•'•'extiles Limited (S i lk Mills) went on 
s t r i k e which continued for a long period and management 
closed down t h i s undertaking. In the same way two o ther 
un i t s Modi Spinners and Vishal Syntex were also closed due 
to various reasons e spec ia l ly labour a g i t a t i o n s . 
On 6th August, i990, Kapra Mill Mazdoor Union under 
the banner of ANURAG Federation was sucessful in para lys ing 
the product ion. Apart from t h i s , t h i s union i s continuously 
involved in teaching a lesson to management and var ious s t r i k e s 
of shor t durat ion, go-slow t a c t i c s , gheraos e t c . a re 
organized on regular b a s i s by t h i s union. Management i s 
t o t a l l y aga ins t t h i s union. 
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Now with e f f ec t from 31.3.1992, opera t ions of Weaving 
and Spinning departments have been stopped on account of 
n o n - a v a i l a b i l i t y of e l e c t r i c i t y supply. The company i s 
having heavy burden of dues from UPSEE for the l a s t few 
y e a r s . Consequently, the o f f i c i a l of UPSEB have disconnected 
the power supply. Workers of the a f fec ted departments have 
been l a i d off . Thus, they have staged an i n d e f i n i t e 
Dhama w,e , f , 8.4,1992 in front of the gate of Mi l l s in 
fu l f i lment of the i r demands espec ia l ly to s t a r t the ope ra t ions 
of the M i l l s . 
F i n a l l y , i t cai be observed t h a t i n d u s t r i a l un re s t 
p r e v a i l i n g in MSWMC Ltd , e spec ia l ly in the l a s t 10 y e a r s 
has put i t s working out of year . Many murders count less 
a s s a u l t s on o f f i c e r s , workers/ managers took place 
repea ted ly . S t r i ke s , gheraos and misbehavings and what not 
had happened during the per iod of t r o u b l e . This was 
p r imar i ly due to in t e r -un ion r i va l ry , which r e su l t ed in 
e s c a l a t i n g demands by the r i v a l unions, d e r e l i c t i o n of duty 
by workers lowering the product ion. This a l l has spo i led the 
f inanc ia l pos i t ion of the company. Banks and f inanc ia l 
i n s t i t u t i o n s have stopped the opera t ions of the accounts of 
the company. Ult imately, under the p ressure of these 
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circumstances management was forced to close down i t s 
business and consequently, three companies were closed 
down completely. 
Procedure for Settlement of disputes 
Settlement procedure in MSWMC Ltd, i s also a combination 
of co l lec t ive effor ts of representatives of workers and 
representat ives of management, and the machinery of 
concliation, a rb i t ra t ion and adjudication as provided by 
Industr ial Disputes Act 1947, F i r s t ly , efforts are done 
to s e t t l e the problem a t mill level through the mutual 
cooperation of both the pa r t i e s . In case of fa i lure to reach 
an amicable solution, the dispute i s referredto concil iat ion 
Board, I f the worker i s not sa t isf ied with the judgement 
of conci l ia t ion Board then an a rb i t ra to r may be appointed 
whose decision i s binding on both the pa r t i e s . Ultimate 
remedy to solve a dispute i s the adjudication process which 
has been, discussed in the preceding chapter. The 
management showed inab i l i ty to provide information regarding 
the disputes referred to conciliation board, set t led through 
the mediation of an arbi t ra tor and reported to labour 
cour ts / Indust r ia l t r ibunals . 
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Procedure of taking Bisciplinary action and 
handling the employees Grievances in MSWMC Ltd. 
The management of MSWMC Ltd, has also followed a 
set procedure for taking discipl inary action and redressing 
of the grievance of the workers. F i r s t l y , a charge-sheet i s 
framed against the worker in case of disciplinary action 
and he i s asked to submit his explanation within 24 hours. 
I f he admits the guil ty he i s warned, otherwise, domestic 
enquiries are conducted by the Labour Officer and 
departmental head, and, if gu i l t i s established, action i s 
taken in accordance with the Standing Orders ofthe company. 
Similarly, a worker having grievance f i r s t approach 
the shif t Incharge, Who t r i e s to s e t t l e the grievance and 
i f the worker i s not sa t i s f ied , the matter i s referred to 
the departmental head. In case he also fa i l s to redress the 
grievance then the case is referred to the Departmental 
Jo in t Committee, consisting of six members having three 
members of the union and three of the management. I f the 
worker i s not sat isf ied even with the advice of th i s 
committee, the case i s referred to conciliation committee 
which also consists of three members each of union and manage-
ments once a week. I t s decisions are final and are binding 
on both the parties. It may, however, refer the matter 
for arbitration by a mutually agreed arbitrator. 
Labour Management Agreements 
and Coordination Schemes in 
MSWMC, Ltd. 
In 195 2, the Managing Director, invited the union 
leaders and put up a scheme for the settlement of disputes 
amicably by mutual efforts of both the parties. As a result, 
an agreement was signed between the union and management on 
13th May, 1953. According to this agreement, a Conciliation 
Committee was set up .consisting of six members having three 
from 'Karamchari Sangh' and three from Management, with 
powers to conciliate between the workers and management in 
the event of any disputes arising in future in the oonpany. 
In cases where the members of this committee did not agree, 
there was a provision of referring the issue to a Board 
of Arbitrator consisting of two persons - one nominated 
representative of each party. 
However, in the meantime, Kapra Mill Mazdoor Sabha 
was established by the HMS which did not agree with the 
way the conciliation committee functioned and demanded the 
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management for the inclusion of i t s r e p r e s e n t a t i v e s in the 
c o n c i l i a t i o n committee. In 1956, t h e company entered in to 
a new agreement with the Karamchari Sangh extending the 
spheres of J o i n t consu l t a t ion . As per term of agreement, 
c e n t r a l committee and a j o i n t consu l t a t i on committee were 
a l so formed for deal ing with the general problems and 
working condit ions of the employees. The conc i l i a t i on 
committee continued to function a f t e r the agreement of 1956 
a l s o , though i t s name was changed to J o i n t Management Council 
in 1958. The JMC i s , in fac t , the same o ld conc i l i a t ion 
Committee. T i l l 1979, the meeting of the JMC were held 
r egu la r ly four to e ight t imes in a year to d i scuss the r a t e s 
of wages, bonus, increments, gr ievances , d i s c i p l i n a r y 
ac t ion , e t c . However, most t he these ma t t e r s are out of 
the scope and purview of the scheme of workers' p a r t i c i p a t i o n 
in Management. Apart from t h i s , t h e r e a re o ther depstraental 
committees such as Canteen Committee, Safety Committee, Games 
Committee, Housing Welfare Committee e t c . in which there are 
equal number of r ep resen ta t ives of management and unions. 
These functional committees a re t o t a l l y non-functional and 
the meetings of these committees are i r r e g u l a r and sometimes 
no meetings are he ld . Recently, management has introduced a 
new scheme of workers' p a r t i c i p a t i o n in management known as 
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' Q u a l i t y Circ le Programine*, about which i t came to be 
l e a r n t t h a t workers are being t r a i n e d to p a r t i c i p a t e in 
management d i scuss ions . Thus, viewed as such, the working 
of workers-management Coordination Schemes has not shown 
the des i red r e s u l t s . Various schemes of p a r t i c i p a t i v e 
management a re ne i t he r e f fec t ive nor p r a c t i c a l in nature 
but e x i s t s on paper only . 
Conclusions 
To conclude, i t may be observed t h a t the MSWMC Ltd . 
i s an important t e x t i l e mi l l in p r i v a t e sec to r of Ut tar 
Pradesh . The company has been dec la red s ick due to 
incurrence of continuous looses . On the same reasons, 
thecompany has t ransfered i t s four u n i t s on a going 
concern bas i s to subsidy companies which has reduced the 
employment p o t e n t i a l s of the company. In the l a s t 10 years 
no recrui tment has taken p lace so the quest ion of t r a i n i n g and 
s e l ec t i on does not a r i s e . I n t e r n a l promotions scheme i s 
no t qu i t e good as general ly for h igher p o s t s , executive of 
p u b l i c sector concerns and s imi la r concerns are offered. 
Wages and s a l a r i e s , bonus e t c . have always remained a main 
cause of d i s s a t i s f a c t i o n among workers . There are d i s p a r i t i e s 
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in welfare and working conditions as compare to t e x t i l e 
mi l l s of Kanpur. Management has kept a hos t i l e a t t i t u d e 
towards t rade unions. In the l a s t 10 years / the labour 
t roubles have mounted up, A number of s t r i k e s have occurred 
in the conrpany. Procedure of set t lement of d i s p u t e s , taking 
d i s c i p l i n a r y act ion and redressing grievances e t c . i s O.K. 
On the whole/ the labour r e l a t ions in MSWMC Ltd are no t qui te 
s a t i s f a c t o r y mainly on account of d i s p a r i t i e s in working 
condit ions as compare to t e x t i l e mil ls of Kanpur. Workers 
have a good Impression of the working of t e x t i l e mi l l s of 
Kanpur. In order to know the a t t i t u d e of workers towards 
management/ in chapter seventh an attempt has been made to 
make a comparative study of problems of labour r e l a t i o n s in 
threse two t e x t i l e mi l l s of Ut tar Pradesh. 
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C H A P T E R - VII 
EMPIRICAL STUDY (ATTITUDE SURVEY) OF 
PROBLEMS OF LABOUR RELATIONS IN SAf^ iPLE MILLS 
In t h e p reced ing chap t e r an a t t empt has been made 
to h i g h l i g h t t h e va r ious a s p e c t s of l abour r e l a t i o n s i n 
MSWMC L t d , 
Th is c h a p t e r i s devoted to make a su rvey of workers 
a t t i t u d e towards managemeit. At the same time a comparison 
of the t h e l abou r r e l a t i o n s s i t u a t i o n in EMC Ltd.cind MS^ M^C 
L t d . has been made on the b a s i s of o b s e r v a t i o n s to form an 
op in ion about t h e maintenance of l a b o u r r e l a t i o n s in t e x t i l e 
m i l l s of U t t a r Pradesh run by t h e Government on t h e one hand 
and by t h e p r i v a t e s e c t o r on the o t h e r . 
In o r d e r to know the o p i n i a i of t h e workers about the 
e x i s t i n g problems of l abour r e l a t i o n s of EWC L t d . and MSWMC 
Ltd. a q u e s t i o n n a i r e wi th a number of major a s p e c t s of 
l abour r e l a t i o n s l i k e personnel p o l i c i e s and p r a c t i c e s / wages, 
l abou r w e l f a r e , working c o n d i t i o n s , t r a d e u n i o n s , s t r i k e s / 
p r o c e d u r e f o r s e t t l e m e n t of d i s p u t e r e d r e s s a l of worke r ' s 
g r i e v a n c e s and t ak ing d i s c i p l i n a r y a c t i o n , worke r ' s p a r t i c i -
p a t i o n i n management e t c . was designed to s t u d y the degree 
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of job s a t i s f a c t i o n of vADrkers. A randum sample survey 
of 100 workers from EMC Ltd. and 50 from MSV^-lC Ltd,was 
done by arranging personal interviews with the respondents. 
The personal interviews were conducted mainly to know t h e i r 
reaction and to loca te problems which a re not e a s i l y seen 
in overt act ion of workers. The analysis i s based chief ly 
on the responses received from them. The following t ab le 
reveals the opinion of workers regarding personnel po l i c i e s 
and p r ac t i c e in both the companies. 
Showing the 
Factors 
Recruitment 
Procedure 
Selection 
Procedure 
Training 
Scheme 
Transfer 
Policy 
Promo tion 
Policy 
Satis 
E^ 4c 0 
55 
62 
75 
85 
63 
TABLE - 7.0 
> workers opinion towards the personnel 
Policies & : Practices 
0 i 
ified ODissatisfiedO 
MSWMCO 
15 
24 
55 
65 
35 
SOURCE - Questionnaire 
EMC ( 
44 
38 
25 
15 
37 
MSWMCO 
85 
72 
45 
35 
65 
and Personal 
(Percentage) 
0 
No Opinion } 
-mc e MSWMCj 
1 0 
0 0 
0 0 
0 O 
0 0 
Interviews. 
Total 
EMC 0 
100 
100 
100 
100 
lOO 
MSWMC 
100 
100 
100 
100 
100 
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A survey of the personnel po l i c i e s and p rac t i ces 
of the sample companies c l e a r l y reveals that the workers 
of EMC Ltd. have shown a higher degree of s a t i s f ac t ion than 
the workers of MS'mc Ltd. in th i s study, 55% respondents 
were s a t i s f i e d with the recruitment procedure in EMC Ltd. 
However/ in MS^«JMC Ltd. only 15 percent resTsondents have 
shown a good opinion. I t was reported during the survey 
that in MSWMC Ltd. no recruitment has been done for the 
l a s t 10 years . On the contrary majority of workers have 
been thrown out of the job due to closure of four m i l l s . 
In the matter of s e l ec t ion / about 62 percent respondents of 
El-'iC Ltd, have given a good response as against 24 percent 
respondents of MSWMC Ltd. Similar ly/ a majority i . e . 15% 
respondents of EMC Ltd. considered that the t ra in ing a f t e r 
joining the mi l l s was useful to them as against 55 percent 
respondents of I>4SW^lC Ltd. in the matters of t r ans fe r s , the 
majority of the respondents of EMC Ltd. and MSWMC Ltd. a re 
s a t i s f i ed s ince due to job speci f ica t ions they are inducted 
into p a r t i c u l a r jobs and chances of t ransfer do not a r i s e . 
I t seems tha t 63 percent respondents of EMC Ltd. opined 
that management promotes ©nployees on the bas i s of s e n i o r i t y 
cum merit as agains t 35 oercent respondents of MSWMC Ltd. 
who reported that the promotion pol icy of the company i s 
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not s a t i s f ac to ry and workers perceived personal favour of 
the departmental heads as having weight for promotion than 
s e n i o r i t y and mer i t . 
VJages and sa l a r i e s play a v i t a l r o l e to determine the 
degree of j ob - sa t i s f ac t i on . The following t ab l e exhibi ts 
the opinion of respondents regarding t h e i r remunerations. 
TABLE - 7 . 1 
Showing t h e w o r k e r s ' o p i n i o n 
wages & S a l a r i e s 
M e r i t EMC L td 
S a t i s f i e d 63 
D i s - s a t i s f i e d 35 
No - O p i n i o n 2 
T o t a l 100 
SOURCE - Q u e s t i o n n a i r e and P e r s o n a l 
t o w a r d s t h e 
( P e r c e n t a g e ) 
MSVJMC Ltd 
47 
52 
1 
100 
I n t e r v i e w s . 
When the two mills were compared on the basis of 
actual wages and s a l a r i e s s ign i f i can t differences were 
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observed. A majority of the respondents In EMC Ltd i . e . 
63 percent v/ere in favour of the ex i s t ing wages. However/ 
there i s discontentment among the vrarkers of MS^ I^C Ltd. in 
regard to wages and other f inanc ia l benef i t s as compared 
to t e x t i l e mi l l s of Kanpur. Only 47 percent respondents 
opined in favour of wages as aga ins t 53 percent respondents 
who expressed that they have to f igh t for the wages revisions 
and D.A. increases and i t has always remained a bone of 
content ion. 
Labour welfare f a c i l i t i e s in t e x t i l e mil ls have 
s ignif icance from the point of job s a t i s f a c t i o n . The pro-
vis ion of various f inancial and non-f inancia l f a c i l i t i e s 
concern the workers. The following t ab l e r e f l ec t s the 
a t t i t u d e and opinion of workers who teve been personally 
in terv iewed. 
TABLE - 7,2 
Showing the workers opinion towards welfare f a c i l i t i e s 
(Percentage) 
. - -
F c i l i t i e s sa t i s f ied ^Dissatisfied^ No Opinion^ Total 
-mC OMSWMCO EMC 0 MSWMCO EMCO MSWMCJ EMCil :^ST^^ MC 
Financial 
Bonus 54 44 46 53 O 3 100 100 
P . F . 71 63 29 27 0 0 100 100 
Gratui ty 74 
Loan & Advance69 
Non-Financial 
Housing 55 
Medical 65 
Educational 75 
Recreational 65 
Canteai 68 
SOURCE- Questionnaire and Personal Interviews. 
69 
73 
65 
24 
47 
48 
48 
26 
31 
45 
35 
25 
34 
30 
31 
27 
35 
76 
51 
52 
49 
0 
O 
0 
0 
O 
1 
2 
0 
0 
0 
0 
2 
0 
3 
100 
100 
100 
100 
100 
100 
100 
100 
lOO 
100 
100 
100 
100 
100 
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I t was observed during the survey that excepting 
bonus a majori ty of respondents of SMC Ltd. and MSWMC Ltd. 
were s a t i s f i e d with the f inancia l f a c i l i t i e s provided to 
them. In EWC Ltd. 54 percent respondents opined favourably 
saying tha t they a re ge t t ing only a minimum bonus / as the 
company i s running a t l o s s . And 46 percent respondents 
showed disagreement towards the p r o f i t sharing scheme. 
However/ only 44 percent respondents - were s a t i s f i e d with 
the payment of bonus as against 56 percent respondents who 
are not a.t a l l s a t i s f i e d . Regarding P.P. Schemes* Gratui ty 
payment/ loans and advances f a c i l i t y a majority of respon-
dents have shown higher degree of s a t i s f ac t i on whereas/ a t 
the same t ime, a remarkable number of respondents of MSVflvic 
Ltd, complained tha t a t the time of leaving the organiza-
t ion/ they have to wait for longer time and roam around the 
general of f ices for ge t t ing t h e i r dues. Some respondents 
of EMC Ltd. a l so reported the same problem. The tab le 
also reveals tha t out of two companies surveyed/ the workers 
of EMC Ltd, a r e not happy with the provision of housing. 
Since/ the workers of Elgin Mill No.2 are not provided with 
housing f a c i l i t y / as against the majority respondents of 
MSWMC Ltd, were sa t i s f i ed with the housing of the companies 
Some va r i a t ions were also noted in the degree of s a t i s f ac t i on 
for e i the r f a c i l i t i e s l i k e Medical/ Educational/ Recreational 
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and Canteen. Out of t o t a l 65 percent respondents of EMC 
Ltd. were s a t i s f i e d with the medical f a c i l i t i e s as against 
24 percent of MSVJMC Ltd; 75 percent respondents of EMC 
Ltd, were s a t i s f i e d with the educational f a c i l i t i e s as 
aga ins t 47 percent of MSWMC Ltd. Similar ly 65 percent 
respondents opined in favour of rec rea t iona l f a c i l i t i e s 
as aga ins t 48 percent of MSWMC Ltd. and 68 percent respon-
dents of EMC Ltd,reported canteen f a c i l i t i e s s a t i s f a c t o r y 
as aga ins t 48 percent of the MSWMC Ltd, 
' I t would also be meaningful i f we s tudy job s a t i s -
fact ion of workers in the l i g h t of ex i s t ing working condi-
t i o n s . The tab le given below studies the feel ings of r e s -
pondents towards the working conditions in both the 
companies. 
TABLE - 7.3 
Showing workers opinion towards exis t ing working 
conditions 
(Percentage) 
. - _ _ _ _ _ 
. Sa t i s f i ed Jo i ssa t i s f iedJ No Opinion J Total 
EMC 0 MSWI'lCO EMC } MSl^CQ EMC Q MSWMCQ EMC } MSWMC 
L i g h t i n g 96 85 4 15 O 
V e n t i l a t i o n 95 84 5 16 O 
Temperature 89 78 11 22 O 
Humidity 90 79 . 1 0 21 O 
Dust , Smoke 78 ^j 32 33 O 
and fumes 
Noise 78 67 22 33 0 
S a n i t a t i o n 90 79 10 21 O 
Machinery 90 79 10 21 0 
SOURCE- Ques t ionna i r e and Personal I n t e r v i e w s . 
0 
0 
0 
0 
0 
0 
0 
0 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
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I t was assessed through the survey that on the whole 
the working condit ions in EMC Ltd. are qui te s a t i s f ac to ry 
since more than 75 percent respondents have shown a higher 
degree of s a t i s f a c t i o n .regarding every aspect of working 
condi t ions . A c lose perusal of the data reveals tha t the 
working condit ions in MSWMC Ltd. a re qu i t e to le rab le and 
large majori ty i s not aga ins t the exis t ing working condi-
tions . 
The survey of the workers in respect of t rade unions 
enables us to learn about the a c t i v i t i e s of union and a t t i -
tude of management towards t h e i r unions. The following 
table brings in to knowledge the expressions of the respon-
dents towards the a c t i v i t i e s of t rade unions and a t t i t u d e 
of management towards the t rade unions. 
TABLE - 7.4 
Showing the worker's opinion towards the Union's 
a c t i v i t i e s and manaqemgit's a t t i t u d e towards unions 
(Percentage) 
-J 5 J-
Sat is f ied JDlssat isf ied} No Opinion \ Total 
A s p e c t s EMC8 MSWMCO EMC 4 MSWMCj EMC 0 MSWMCO EMC 0 MSWMC 
" " i ? " j L 69 18 40 82 1 O 100 100 activities 
TJTil^^'' 62 8 37 92 1 O 100 lOO a t t i t u d e 
SOURCE- Questionnaire and Personal In t e rv i^*s . 
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I t was observed during the survey that of the t o t a l 
respondents 59 percent in EMC Ltd. and 18 percent in MSWMC 
Ltd. are s a t i s f i e d with the a c t i v i t i e s of trade unions. In 
MSWMC Ltd . , respondents a re of the view that unions leaders 
of recognized union are under the g r ip of management. This 
union ne i the r chalks out any welfare programme nor f ights 
for the r igh t s of workers. In S-IC Ltd . / about 40 percent 
of the respondents a re not teving a good opinion regarding 
the union a c t i v i t i e s . 
I t was a l so reported t t e t 62 percent respondents in 
EMC Ltd. opined t h a t the a t t i t u d e of management towards 
t rade union was favourable. Generally, the management do 
not i n t e r f e r e with the l eg i t ima te trade union a c t i v i t i e s , 
on the contrary 37 percent respondents alleged tha t the 
management does not encourage t he i r organizat ions . However, 
the posi t ion in regard to MSWMC Ltd. i s t o t a l l y d i f f e r e n t . 
Management has accorded recognit ion to only a weaker union 
while the strong unions a r e clamouring for the i r r ights to 
recognizat ion. As noted through interview 92 percent 
respondents f e l t t ha t the management of t he i r company 
possesses a h o s t i l e a t t i t u d e towards t he i r unions. Moreover 
in MSWMC L t d . , no proper record of membership was kept 
regarding un-recognized unions . I t was also found that 
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worke r ' s p a r t i c i p a t i o n in t r a d e union a c t i v i t i e s was 
s i g n i f i c a n t l y high in EMC L td . as compared to MSWI4C Ltd . 
Worker 's w i l l i n g n e s s t o o r g a n i z e the s t r i k e s i s 
of utmost impor tance . I t g ives an i d e a about the opinion 
of workers to p a r t i c i p a t e in s t r i k e s . The da t a given below 
r e f l e c t s more s t a t i s t i c a l in format ion about the opin ion of 
the respondents in t h e i r b e l i e f i n a s t r i k e in sample 
companies. 
TABLE - 7.5 
Showing the Worker 's Opinions towards 
Organizing S t r i k e s 
(Percentage) 
C r i t e r i a EMC L t d , MSWMC Ltd, 
In favour of S t r i k e s 63 93 
Agains t the S t r i k e s 
No Opinion 
35 
2 
6 
1 
TOTAL 100 lOO 
SOURCE - Ques t ionna i re and Pe r sona l I n t e r v i e w s , 
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From the data i t can be observed that of the to t a l 
respondents/ 63 pe rcen t in EMC Ltd.and 93 percent in MS^ 'fl^ iC 
Ltd, pos i t i ve ly agreed tha t a s t r i k e helps to improve 
condi t ions . The percentage respondents disagreeing for a 
s t r i k e was qui te i n s ign i f i can t i . e . 35 percent in EMC Ltd. 
and 6 percent in MSWMC Ltd. Especia l ly / in MSWMC Ltd. r e s -
pondents opined that without s t r i k e s they can not survive . 
They demonstrate for ge t t i ng the so lu t ion of the i r problems 
and not j u s t to show t h e i r s t reng th to the management. 
These workers who expressed unwillingness to p a r t i c i -
pate in s t r i k e s gave the reasons l i k e fear of v ic t imizat ion/ 
apathy/ d i s l i k ing about a s t r i k e c a l l e t c . 
Equally important i s to know the reactions and 
feelings of the workers regarding the procedure of taking 
d i sc ip l ina ry ac t ion , redressing of gr ievances, and s e t t l i n g 
the disputes for studying the degree of job s a t i s f a c t i o n . 
In the following t ab l e , the opinions of workers regarding 
the various procedure have been analysed. 
A3 noted from the t a b l e , a majority of respondents 
reported tha t the management of both the concerns does riot 
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TABLE - 7 .6 
Showing t h e -worker's opinion tovjards t h e p a r t i c i p a t i v e 
Schemes/ p rocedure of t ak ing d i s c i p l i n a r y a c t i o n / 
Redressing Grievances and s e t t l i n g d i s p u t e s 
(Percen tage) 
S a t i s f i e d ODissatisfiedONo op in ion 0 To ta l 
Fac to rs i { 0 
EinCO MSWMCii EMC II MSWMCS EMC 0 MSNMCJI EMC C MSWMC 
P a r t i c i p a t i v e / 
Schemes 41 10 57 85 100 100 
Disciplinary 
Action 59 32 40 68 100 100 
Redreasal of 
Grievance 5 2 18 46 82 100 100 
Settlement of 
Disputes 67 39 23 61 100 100 
SOURCE - Questionnaire and Personal Interviews. 
encourage workers participation in management. Excepting 
for a few schemes where there is a legal compulsion/ how-
ever/ the degree of satisfaction in this matter was noted 
higher in EMC Ltd. to MSWMC Ltd.. Of the total 41 percent 
respondents in EMC Ltd. and 10 percent in MSWMC Ltd. are 
satisfied with the attitude of management in encouraging 
and offering their participation in the programmes and 
policies of management. 
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In EMC Ltd . , 59 percent respondents appreciated 
the procedure of taking d i s c i p l i n a r y ac t ion while only 
32 percent respondoits of MSWMC Ltd. were in favour of 
ex i s t ing procedure of taking d i s c i p l i n a r y a c t i o n . Like-
wise* of the to t a l 52 percent and 67 percent respondents 
were of the view t t e t procedure of redress ing grievances 
and s e t t l i n g the disputes respec t ive ly i s a l so acceptable 
to them. On the other hand, only 18 percent and 39 per -
cent respondents of Ms;')MC Ltd. were s a t i s f i e d with the 
same procedures and higher degree of d i s s a t i s f a c t i o n was 
observed. There is a popular be l i e f among the workers of 
the company tha t the management does not so lve t h e i r prob-
lems. Unless o r u n t i l , they represent t h e i r cases to 
conc i l i a t ion machinery through union leaders or unless 
r e so r t ing to a s t r i k e ac t ion . As most of the workers are 
i l l i t e r a t e / they are unable to follow the grievance proce-
dure . 
F ina l ly , i t can be summed up tha t the survey of 
labour r e l a t i ons of both the companies, i . e . EMC Ltd. and 
MSWMC Ltd. enabled us to know the reasons of react ions 
regarding various aspects having a d i r e c t bearing on labour 
r e l a t i ons and to understand many problems of labour r e l a t i o n s . 
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I t i s there fore / concluded that the labour r e l a t i o n s in 
Ei4C Ltd. a r e termonious as compared to MS't'JMC Ltd. v;here 
there i s a spur t in the number of s t r i ke s and disputes 
as aga ins t / the approach of workers in B'lC Ltd, where i t 
i s to s e t t l e the i ssue through negot ia t ions or th i rd par ty 
in te rvent ion than through s t r i k e s . In the seventh and 
f inal chapter , our endeavours wi l l be to present the 
findings.of th i s study with cer ta in conclusions and sugges-
t ions to make improvements in the labour r e l a t i o n s in the 
t e x t i l e mi l l s of U t t a r Pradesh. 
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C H A P T E R - VIII 
FINDINGS AND^SUGGSSTIONS 
In the preceding chapters i t was noted that the t e x t i l e 
industry holds a prcminant position in the economy of the s ta te 
of Uttar Pradesh by virtue of i t s s ize , employment potential , 
contribution to domestic product, exports earnings e t c . But 
for the l a s t several years, the industry has been in doldrums 
due to lovj productivity and low capacity u t i l i z a t i o n on account 
of inadequate and uncertain supply of raw materials, increase 
in the prices of power, fuel and cotton, increase in interest 
charges, s luggish cloth production, lack of modernization, credit 
squeeze, lack of consumer's demand etc . The low productivity 
has enabled the mil l s to incur continuous losses due to which a 
number of mi l l s have been declared sick or are on the verge of 
s ickness. Thus the probloos of labour relations have aggravated 
due to low productivity and i d l e capacity u t i l i z a t i o n . 
The present study was undertaken with a view to make an 
assesatnent of problenas of labour relations in the t e x t i l e mi l l s 
of U,P, which are related to the degree of job-sat i s fact ion in 
vorkers. Besides a number of formal aspects of labour relations, 
i t also attenpts to study the attitude of workers, trade union 
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leaders and managerial personnel in two sample mi l l s to make a 
conparative study. 
Chapter I deals with the conceptual framework of labour 
re lat ions . This chapter has been s p l i t up into two parts . In 
the f i r s t part of the chapter, i t has been brought out that 
Idbouf relations i s a resounding phrase, bridging the past and 
future. The concept of labour relations has been interpreted 
dif ferently . At one end, i t i s seen as encompassing a l l ac t iv i -
t i e s connected with human resource u t i l i z a t i o n . On the other 
extreme, i t i s restr icted exclusively to relations with organized 
labour and onployees. 
The second part of the c h ^ t e r discusses the practice of 
labour relations in India, I t reveals that the problems of 
labour relations in India have been exist ing from primitive stage 
to modem industrial system. But i t assumed importance only 
in 20th century with the establishment of large scale industries. 
The labour relations are determined through the degree of 
unionisation, the pattern of co l l ec t ive bargaining and the trends 
in indastrial disputes . Industrial disputes in India were rare 
before f i r s t World War, becaise labour c lass was ignorant of 
the ir rights and suffered from class consciousness as they lacked 
organizations among them. Industrial disputes increased since 
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the establishment of IIi3 and indeed, the industrial disputes 
posed a serious threat to industrial peace and harmony t i l l 
e ight i e s . But with the efforts done by the Government in the 
plan documents. National Commission on Labour and Industxrial 
Policy Resolutions with a set of legal enactments in ninet ies , 
the labour relations s i tuat ion in the country appears to the 
cordial and sat i s factory . Iiqprovement in labour relations 
promises healthy growth of industrial sector. 
The second chapter ent i t l ed , 'Survey of Literature* has 
been devoted to review the various studies conducted in the 
f i e ld of labour re lat ions . I t has been brought out that several 
studies in the f i e l d of labour relations have been carried out 
but only after l a t e f i f t i e s . No doubt researches have been 
conducted on different aspects of labour relations but hardly any 
work has been carried out on the problons of labour relation in 
the t e x t i l e mi l l s of Uttar Pradesh, 
In the third chapter the problems of labour relations 
in Uttar Pradesh have been discussed, A brief idea of the socio-
economic background of the s tate reveals that Uttar Pradesh with 
i t s large area and population, vast and varied physiogr^hy, 
variety of agricultural, forest and mineral product, plenty of 
water resources and well developed transport systen i s the heart 
of the country. I f the heart i s weak, the whole country wi l l 
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remain weak. I t i s rather depressing that after 40 years of 
planning, the economy of the s tate i s nostly agrarian. As per 
1991 Census, almost 75 per cent of the s ta te population was 
engaged in agricultural and a l l i ed a c t i v i t i e s . 
But, now the s ta te i s attaching greater Importance to 
the growth of the industrial sector by allocating huge amounts 
for the industrial sector . The problems of labour relations in 
the state of U.P. are as old as the beginning of the modem 
industry in the s t a t e . The progress of industrial ization with 
the development of unionism, and interference of the government 
has changed the pattern of labour relations in the s ta te . In 
recent years, the labour relations situations in Uttar Pradesh 
as also at All India l eve l s p e a r s to be satisfactory with a 
decrease in the number of disputes. 
The s c i e n t i f i c machinery for the settlement of industrial 
disputed as provided by the U,P, Industrial Dispute Act, 1947, 
consists of conciliation, arbitration and adjudication which i s 
available in the s ta te , contributes in i t s own way towards better 
labour relations, the working of the adjudication machinery has 
not been encouraging,voluntary arbitration as a means of s e t t l e -
ment of disputes i s not very popular, labour leg is la t ions are 
unhelpful in encouraging co l l ec t ive bargaining as a means of 
resolving disputes. Thus the working of co l l ec t ive bargaining in 
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i n d u s t r i e s in Ut ta r Pradesh i s not an ac t ive force in labour 
r e l a t i o n s . Even the labour unions which a re supposed to be 
important agencies for changing the respec t ive a t t i t u d e of 
labour and management, a re not safeguarding the I n t e r e s t s of 
labour force as a whole but t h e i r leaders are in te res ted in 
indiv idual motives since the unions a r e dominated by outside 
l e a d e r s . 
The modem industry i s a cooperative venture . What i s 
indeed required in the i n t e r e s t of i n d u s t r i a l peace and s t a t e ' s 
economy i s a new worthy approach to the problems of labour 
r e l a t i o n s . Therefore/ maintenance of I n d u s t r i a l peace and 
t r a n q u i l i t y Is the ca l l of the day. Most of the problems a t the 
labour f ront emanate from the government which i s the law maker 
and the bigger employer in the country. Since labourers are 
economically weak* government i s supposed to be more synpathetlc 
towards laibour and should be a nnodel employer so tha t others 
can emulate them for fairness and o b j e c t i v i t y . 
The fourth chapter e n t i t l e d , ' T e x t i l e Mills in U.P. - A 
Study of Performance and growth is devoted to study the various 
aspects of t e x t i l e industry of India in general and of U.P. in 
p a r t i c u l a r . The t e x t i l e Industry in India i s one of the o ldes t , 
l a r g e s t and the most organized i n d u s t r i e s . I t provides around 
20 percent of t o t a l employment in the country and accounts for 
about 10 percent of the annual foreign exchange earnings . I t 
has a s i zeab le weight in the country 's Index of production and 
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s igni f icant ly contributes to the Gross National Product (Q^P). 
Today the number of t e x t i l e mi l l s has considerably increased to 
1051 of which 770 are the spinning mi l l s and 281 are composite 
m i l l s . 
Texti le industry of Uttar Pradesh holds a prominant 
position in the economy of the s t a t e . I t i s the second largest 
organized industry next to sugar only. At present, the number 
of mil ls in the s tate stands at 54, out of which 39 are spinning 
mi l l s and 15 are composite (spinning-cura-weaving) mi l l s accounting 
for 1792 thousand spindles and 12068 looms. The productivity 
of t e x t i l e mi l l s of U.P, i s generally low. The current state of 
labour relat ions in t e x t i l e mi l l s oi U.P. i s also at a worsening 
pos i t ion . More and more units are becoming sick or are on the 
verge of sickness. Therefore, i t i s culminating into the closure 
of sick mi l l s , 
A few suggestions can be put forward for improving the 
working of these mi l l s in Uttar Pradesh, 
First ly , the t e x t i l e industry in U.P, i s continuing to 
face a c r i s i s on the raw material front particularly in cotton, 
in terms of high prices and ava i lab i l i t y . The state^ government 
should ascertain the supply of raw materials and also work on 
s tab i l i s ing raw material pr ices . To overcome th i s probl«8 more 
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cot ton should be grown and more land should be brought under 
c u l t i v a t i o n for co t ton crop. 
.Secondly, t h e r e are severe power c u t s , the m i l l s are 
h i t by frequent peakload r e s t r i c t i o n s , t r ipp ings and break 
downs which d i srupted the working o f the m i l l s and caased 
unnecessary wastage and l o s s . This problem may be so lved by 
the e f f o r t s of s t a t e Govexnrunent as w e l l as by m i l l owners 
themselves . 
Thirdly , the industry needs to be modernized. Moderniza-
t i o n does not only mean replacing o l d machinery by new machinery 
but a lso i n c l u d e s t h e r e ' o r i e n t a t i o n of management and labour 
to t h i s p r o c e s s . Attent ion of management and trade should be 
fooassed on r e - o r i e n t a t i o n of workers, r e - d e f i n i t i o n of work 
loads and work norms so that the i n t e r e s t s of both workers and 
the industry are feirthered. 
Fourthly, the i n t e r e s t charges in our country have s t e a d i l y 
increased and are the highest i f compared with most of the 
c o u n t r i e s . I f t h e industry has to be modernized and asked t o 
compete i n the in t ernat iona l market, then i n t e r e s t needs to be 
sca led down both f o r working c a p i t a l and term loans t o s t imalata 
mode m i zat i o n . 
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Fifthly, the excise cluty should be shi f ted from fabric 
stage to fibre stage. This would help to avoid the evasion of 
payment of duty which has been estimated to be more than 
Rs. 62 crores by Indian Cbtton Mills Federation. In addition, 
a review of the credit needs of the industry should be undertaken. 
The units affected severely should be dealt with on a preferential 
b a s i s . 
Sixthly, the presence of industrial sickness i s an open 
signal to investors about the sick units for withdrawal of 
cap i ta l . The National Texti le Corporation being the so le 
statutory cozporation has to step in to i n i t i a l measures to 
reverse the declining state, styled as economic non-viabil i ty, 
in a bid to serve better the overall objective of i ts-operations, 
soc ia l welfare. Further, one more solution to the i l l s of the 
industry l i e s in the merger and amalgamation of u n i t s . Stronger 
uni ts should be allowed to take over sick m i l l s . 
Finally, one way to iirprove the productivity of the t e x t i l e 
industry which i s also needed, i s to increase the per capita 
consumption of c loth so that the t e x t i l e industry can produce 
fabrics of different prodact mix which would be needed and al l the 
three sectors i . e . composite handlooni and powerloora can harmoniously 
co-exist and prosper. Many posit ive measures have been taken as 
envisaged in the Integrated Textile Policy but many more are needed. 
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Even in those areas where i t has been taJ^en, i t has not been 
adequate and e f f e c t i v e i n terms of inplementation and c a l l s for 
being carr ied out i n a time bound framework. In t e x t i l e industry, 
t h e export p o t e n t i a l s are high d e s p i t e competit iveness and there 
are i n b u i l t advantages on whiclvwe have to encash. There i s a 
need for a more proginatic ^proach by the Government and a 
dynamic approach on the part o f t e x t i l e industry which could 
exp lo i t our natural advantages and i n s t a l l e d capaci ty t o optimum 
l e v e l s and b e t t e r p r o d j c t i v i t y and q u a l i t y and at reduced cost 
so that we could be more ajqport compet i t ive . This w i l l bes ides 
earning subs tant ia l foreign exchange a l so open up more employment 
avenues and promote harmonious labour r e l a t i o n s . 
Chapter f i f t h examines the problems of labour re la t ions 
i n SMC Ltd, In order to understand the development of labour 
relations^ i t i s necessary to bear in mind cer ta in aspects of 
company operat ions and management. The company was e s tab l i shed 
i n 1861 at Kanpur as pr ivate concern. Lat ter on i t became a 
government company under the managanent of B r i t i s h India Corpora-
tion« The f inanc ia l p o s i t i o n of the company i s not sound enough du( 
t o incurrence of continuous l o s s e s . The main fac tors contributing 
t o t h i s s t a t e of a f f a i r s are; decrease in the value of production; 
s teep increase i n the p r i c e s of raw mater ia l s ; fue l snd power; 
increase in the i n t e r e s t charges o l d and obso l e t e machiney; under 
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ut i l i za t ion of capacity; low productivity per worker and per 
loom e t c . At the ssme time, the management i s making continuous 
efforts to make the company economically v iable . An action 
plan involving capital expenditure of Rs, 78 crores has been 
submitted to the Ministry of Texti le for modernization and 
voluntary retirement scheme. On the approval of t h i s plan, 
there seems a ray of hope that financial condition of the 
company shal l improve. Personnel po l i c i e s and practices l i k e 
recruitment, se lec t ion , training,transfer, promotions e tc , are 
no doubt appreciable in reducing the labour turn-over and 
developing a feel ing of Job sat is fact ion among workers. Degree 
of sat is fact ion regart3ing enployees earnings was also high in 
the company since the conpany implements the wage awards in 
time. Labour welfare f a c i l i t i e s , financial and non-financial 
were reported to be quite good excepting housing. The workers 
of Elgin Mill No,2 coropalined that they are not provided any 
housing f a c i l i t i e s . F a c i l i t i e s related to medical, education, 
recreation, canteen, contributing Provident Fund, loan and 
advances, f i r s t aid, safety, security e t c , exists in the mi l l s 
and majority of the woricers are sa t i s f i ed with these amenities. 
Working conditions which includes hours of work, sh i f t arrange-
ment, leave and holidays, illumination venti lat ion, temperature, 
hximidity, dust, smokes and ftuoes, nolsa, cleanliness, over-
crowding, machinery e t c . are suitable for workers and they are 
happy with the environment in which they are working. 
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There are ten unions in each m i l l s . Out of which most 
of the unions have been organized uni t -wise . Yet there i s 
mult ip l ic i ty of unions. As a consequence, uttar confusion has 
arisen anong workers to whom they should jo in and lend support, 
Thas, i t vjas noted that qaite a good nuntoer of workers are 
roeitbers of more than one union which reveals the absence of 
union consciousness amongst workers. The unions have not paid 
much a t tr i t ion towards conducting the welfare a c t i v i t i e s or 
properly leading the workers. Thus a good number of workers are 
against the a c t i v i t i e s of unions* Whereas the same people reported 
that the manag^nent i s host i le to the ir unions. 
Regarding industrial disputes« i t can be said that very 
few str ikes have been organized by the workers of the company, 
on the matters of wages, bonus or any other economic/non-economic 
caases. Most of the strikes had been at Kanpur t e x t i l e mills 
l e v e l causing l i t t l e loss to production. The conpany has 
unequivocally accepted the principle of c o l l e c t i v e bargaining, 
At a l l l e v e l s of labour relations from top leve l negotiations 
to day to day grievance procedure, the unions are associated with 
the managapaent and the company's attitude has been to encourage 
greater association. Procedares for taking discipl inary action 
and redressing grievances are quite acceptable and contributes 
s igni f icant ly towards the better labour re la t ions . The esqjerience 
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shows that these procedures are popular among workers and trade 
union leaders. 
On the basis of evaluation of po l i c i e s and practice of 
labour relat ions and opinions of workers, that have developed 
i s that labour relat ions can be summed up as good from the view 
point of any overt confl ict as well as high leve l of sat isfact ion 
revealed by the empirical study. The following suggestions would 
be of greater importance for the managenent to take rea l i s t i c 
and proper decision and maintain labour relations much better 
than existing now. In BMC Ltd. no modernization has taken 
place since inception. To improve the productivity per loom and 
per worker, to improve the quality of cloth, to u t i l i z e ful lest 
capacity, to convert the lo s s making company into a profit 
earnings company, the management i s suggested to modernize the 
mi l l s through replacing or renovating the old aid obsolete 
machinery. Further what i s required to promote m^ xch better 
labour relations can be suggested as healthy organization of 
labour and effectiveness of the negotiating process in a sp ir i t 
of cordially. The use of conci l iat ion aid adjudication machinery 
should be resorted to only when al l p o s s i b i l i t i e s of anicable 
settlements have overcorae. Workers are also suggested to form 
strong unions and especial ly one union in a m i l l . However, 
they may form a single union uni t -wise . This wi l l reduce inter-
union rivalry and h o s t i l i t y of management towards the union. 
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Chapter s i x t h d i scusses the problems of labour r e l a t i o n s 
i n MSWMC Ltd, The main conclusions emerging from the d iscuss ion 
e x h i b i t some very u n d e s i r ^ l e aspects due t o which the labour 
r e l a t i o n s i n MSWMC Ltd, were not c o r d i a l . To ascer ta in the 
developmsnt of lebour r e l a t i o n s , i t i s necessary t o have an idea 
of organizat ion and personnel roanageinent p o l i c i e s and p r a c t i c e s 
i n the company. 
The MSWMC Ltd, was s e t up i n 1946 by Modi Group of 
I n d u s t r i e s at Modinagar. The f inanc ia l p o s i t i o n of t h i s conpany 
i s a l so not at a l l s a t i s f a c t o r y . T i l l 1983, i t was incurring 
huge l o s s e s but a f t e r the transfer of companies to subs id iar i e s 
I t s t a r t e d e a m i a g p r o f i t . But again s ince 1988, the company 
beceme a l o s s making concern mainly becaase of increase in cost 
of production, shortage of working cap i ta l r e s u l t i n g in non-
u t i l i z a t i o n of the f u l l plant capacity, s l u g g i s h general market 
cond i t ions , heavy i n t e r e s t burden e t c . The company has a lso been 
declared as s i c k i n d u s t r i a l company. In view of the accumulated 
l o s s e s , the management i s not capable of paying the dues of ESIC, 
UPSSB e t c . £)ue t o which the au thor i t i e s at UPS5B have d i s -
connected the power connection and u l t i m a t e l y t h e management had 
t o l ay o f f a l l the workers of weaving and Spinning Departments 
with e f f e c t from 1 s t April 1992, Thus, the company i s passing 
thrcugh a per iod of f inancia l crunch and on i t s own, the company 
would not be able t o get reversal of the s i t u a t i o n . The management 
314 
of the compamy i s done mostly by members of Modi fami ly . The 
company has a l so s e t up a separate personnel department. But 
the personnel department now plays a very i n s i g n i f i c a n t ro le . 
No real authority res t in the hands of personnel manager and 
the funct ions of the personnel department are j u s t n i l . Personnel 
p o l i c i e s regarding recruitment, s e l e c t i o n , trainingr transfer, 
and promotions are u n s a t i s f a c t o r y . E s p e c i a l l y , about recruitment 
and s e l e c t i o n workers opined that i n the l a s t t e n years none has 
been recrui ted rather thousands of workers have been placed cut 
of job due t o c losure of four m i l l s . Workers are a l s o not aware 
of d e f i n i t e t rans fer and promotion p o l i c y . I t was reported that 
the management has not adopted senior i ty-cum-merit or merit-cum-
s e n i o r i t y but f l a t t e r i n g management as a c r i t e r i o n for promotion. 
Trade unions in MSWMC Ltd. can not be sa id t o be running on 
very sound l i n e s . There are four r e g i s t e r e d trade unions a f f i -
l i a t e d t o central organisat ions . But the management has given 
recogni t ion to only one union out of four r e g i s t e r e d unions. The 
l eaders of three unions are clemouring around the management for 
g e t t i n g recogni t ion and representat ion in roanagsnent. Apart from 
t h i s management provided no f a c i l i t y to t h e s e unrecognised 
unions . These unions are no doubt s trong but the are not In a 
strong bargaining p o s i t i o n . The management has adopted a h o s t i l e 
a t t i t u d e and Is anti-union and antl—labour. 
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The management has provided a number of financial and 
non-financial f a c i l i t i e s l ike bonus, P.F., loan and advance 
housing, canteen, educational, recreational, medical f a c i l i t i e s 
e t c . But a l l these f a c i l i t i e s have contributed l i t t l e towards 
pranoting b e t t e r labour re lat ions . Because when the workers of 
MSWMC Ltd. compare these f a c i l i t i e s and wages with the t e x t i l e 
mi l l s of Kanpur, Alxnedaibad e tc , they feel envious and some sort 
of discontentment prevails in their minds. In addition, the 
working conditions in the mil ls such as illumination, venti lat ion, 
humidification, sanitations, e tc . are quite tolerable since a 
large majority of workers i s sa t i s f i ed with the exist ing working 
condition in KSWMC Ltd, 
Regarding industrial unrest i t was observed that i t 
reached a c r i t i c a l stage since 1978 with the establishment of 
Kapra Mazdoor Mill Union a f f i l i a ted to FMS, Since than str ikes , 
go slow t a c t i c s , lockouts, gheraos, misbehavings, assaults on 
of f icers have became regular feature. The labour relations 
situation in MSWMC appears to be very unsatisfactory end 
disturbed. The distuj±>ance at present i s not mainly on account 
o£ wages, D.A., bonus e t c , but for the retrenchnnent and l a i d off, 
however, in the past the majority of disputes were attributed to 
financial causes. The main cause of dhama which has been staged 
since April 1992 i s to s tart the company operations and a number 
^of strike notices are also served to rehabilitate the workers of 
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closed m i l l s . But the management does not pay any heed to these 
demands and i s involved in the development of other industries , 
Thas on the bas i s of main conclusion emerging from the discussion 
what i s required i s to promote cordial labour re lat ions . Procedure 
of taking disc ipl inary action, handling employee's grievances, 
sett lenent of disputes should be such which may be acceptable 
to workers and also must be u t i l i z e d speedly and e f fec t ive ly . 
At the same time no discrimination should be observed by the 
managanent regarding any matter. The management should eppoint 
a labour welfare of f icer because t h i s I s a strong violation of 
the rules for which the ccmtpany does not seem t o have been 
prosecuted. The host i le and uncompromising att itude of management 
towards unions should be changed at ear l i e s t possible since i t 
w i l l also help development of strong trade union to guide the 
workers by diverting their energies towards progressive and 
constructive works and reduce the exis t ing inter-union rivalry. 
Matters pertaining to a l l causes of disputes espec ia l ly to wages 
and bonus should be discussed in a mutual trust and confidence 
of both the part ies . Thus, the schemes of worker's participation 
in management should be implemented in the proper s p i r i t . Apart 
from this* main causes of d issat i s fact ion are; d ispari t ies in 
the ir wages and welfare f a c i l i t i e s as compared to t e x t i l e mil ls 
of Kanpur, Ahinedabad e tc . In order to secure the cooperation of 
workers and i n s t i l l in them more confidence, management i s required 
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t o maintain p a r i t i e s i n the wages and welfare f a c i l i t i e s and t o 
recognise t h e i r d i g n i t i e s . At the same time management should 
a l so enforce Government orders and ^ a r d s properly in the 
company. 
F i n a l l y , i t can be s a i d that the i n d u s t r i a l tens ions 
i n MSWMC Ltd, can not be avoided completely but sure ly 
these can be minimized by the management, with a p leas ing 
a t t i t u d e , so lv ing the bas i c gr ievances of workers, payment of 
\iages and D.A., according to law and regular payment and increase 
in bonus. For the success of company and harmonious labour 
r e l a t i o n s , the management i s required t o change i t s outlook to 
get f u l l cooperation o f workers as they are not merely wage 
earneir^ but co-partners of management but the foremost need of 
the day i s to improve the f inanc ia l p o s i t i o n of the company. 
Workers at the same time should a l s o f e e l t h e i r r e s p o n s i b i l i t i e s 
towards the management and day t o day working of the company. 
In t h i s way change i s c a l l e d for not only in the a t t i tude of 
managenent, but a l so in the outlook of workers t o improve the 
con t ro l 
s l i g h t l y beyond/labour r e l a t i o n s in the company. 
An attenqpt has been made i n chepter seventh to compare 
the problems of labour r e l a t i o n s i n two t e x t i l e m i l l s of u . P , 
v i z . St^C Ltd, a government m i l l and M S^^ iC Ltd. a pr ivate m i l l . 
Main conclusions emerging from t h i s comparison reveal that 
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no doubt both the Mills are running in losses and financial 
posit ions are also at the worst. But the labour relations are 
quite cordial and harmonious in EMC Ltd. than MSWMC Ltd. In 
SMC Ltd, management has provided adequate welfare f a c i l i t i e s , 
working conditions are quite satisfactory and wages are paid in 
accordance with the laws. As a result the company i s securing 
a ful l cooperation of labour force on the other hand the manage-
ment of MS*ft^ C Ltd, i s unable to secure the cooperation of 
workers. 
At the end, on the basis of the study of probl^ns of 
labour re lat ions in t e x t i l e mil ls of U,P. chosen from both the 
sectors i . e . public sector and private sector, i t has been 
brought out that laiaour relations i n the public sector t e x t i l e 
mill are quite sat isfactory as against the private sector 
t e x t i l e m i l l . Al l the times in the public sector the industrial 
awards are implemented in time. Personnel p o l i c i e s and practices 
are quite apprecicble and in other labour matters too the public 
sector has been acting as a model employer. Labour force has 
been attached greater importance in a l l matters despite of losses 
their d^nands are f u l f i l l e d . There i s greater degree of sat is fao-
t ion and job security among the workers. But when we examine 
the-study of problems of labour relations in the private sector 
t e x t i l e mi l l s , i t i s found that there are private monopolies. 
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Employer i s in a strong pos i t ion than workers who have lack of 
s t rong unionisa t ion . Nei ther workers are secure about t h e i r 
jobs nor s a t i s f i e d due to ind i f f e ren t a t t i t u d e of management. 
a re 
They are not sure t h a t how long they / in job and when the eirployer 
w i l l say good-bye to them, (as i t has happened in case of few 
t e x t i l e mi l l s of U.P. of which Raza Tex t i l e s Limited, Hampur 
i s a recent example to close i t operat ion pu t t ing out thousands 
of workers) . At the same time, they are not happy with the 
payment of wages, po l i c i e s , p r a c t i c e s of personnel management e t c . 
Workers are in g rea te r d i s t r e s s i n p r i v a t e t e x t i l e m i l l s of U.P, 
In t h i s endeacvour, what i s suggested for the p r iva t e 
t e x t i l e mi l l owners of U.P. i s t o provide maximam benef i t s to 
work force to a t t a i n t h e i r maximum cooperat ion. This w i l l help 
them increase product iv i ty pe r loom and per worker which in turn 
w i l l promote harmonious labour r e l a t i o n s . However, at the same 
time, the t e x t i l e mi l l s of U.P. run by the government should 
improve t h e i r product iv i ty schedules t o br ing the companies on 
the l i s t of p r o f i t making companies which w i l l resu l t in increasing 
worker 's morale. The main finding of the study i s the low 
product iv i ty and low e d a c i t y u t i l i z a t i o n causing poor labour 
r e l a t ions and low p r o f i t a b i l i t y which i s common in both the 
s e c t o r s . There i s urgent and g rea te r need and the c a l l of the 
day t o improve the product iv i ty of machines, men and mater ia ls 
along with fu l l u t i l i z a t i o n of machinery in the t e x t i l e mil ls of 
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U P to cope vJith the highly disturbed labour relations s i tuat ion. 
I t i s novj imperative to get a very small work force at t he i r best 
a l l the time to ensure that the mill suirvives. The following 
measures would be of greater importance to improve substantially 
the labour relat ions climate of the past in the t ex t i l e mills 
of U.P, Fi rs t ly , systematic training needs to be given to 
workers in those job categories where the conventional 'on the 
job ' training i s insufficient to give the be t te r resul ts ; 
secondly, worker's education i . e . t he i r awareness of consequence 
of the i r work pract ices and behaviour on the mills performance 
muct be increased substantial ly, thirdly, training and education 
alone will not be enough to motivate the workers to give the i r 
bes t . The wage s t ructure needs several reforms to ensure that 
the more ski l led and the bet ter perfojoning workers are in fact 
paid more; fourthly, the wage needs to be linked with worit-load 
of the workers and not with the i r assignment of duties or 
machines; f inally, the wages should be linked with productivity 
in such a way that the workers get more i f they exert more and 
the i r wages do not fluctuate becaase of factors for which they 
are not responsible. 
Thus the above mentioned suggestions would go a along 
way in improving the productivity along with prof i tab i l i ty of 
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mills which i s necessary for the i r survial (even in Public 
Sector mi l l s ) , In addition, th is wil l also help in reducing 
the rampant sickness and increasing the «nployment avenues in 
the t ex t i l e mills of Uttar Pradesh. 
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A P P E N D I X - I 
Employer's Schedule 
The purpose o f t h i s schedule i s to c o l l e c t various 
types of informations perta in ing to various aspects of the 
problems of Labour Relat ions in sample M i l l s . 
General Information (Brief History) 
1. Name and address of the Unit: 
2 . Location of the Unit . 
3 . Year of commencement. 
4. Types of Prxaducts. 
Financial Performance 
1 . Authorised c a p i t a l . 
2. Paid-up c a p i t a l , 
3 . Subscribed c a p i t a l . 
4 . No. of shares with kind. 
5 . Total f ixed c a p i t a l . 
6 . Total worJcing c a p i t a l . 
7. Debentures, i f any. 
8 . Reserve fund 
9 . Annual Production of a l l products . 
10 . Sales and Income. 
[xri] 
11 . Pro f i t before Tax, a f t e r Tax 
12. Dividend paid to share holders. 
LABOUR RELATIONS PATTERN 
1. Organizational s tructure / f low chart 
2. Personnel Departmait/Role of P.O./L.w.o. /Year 
of establiahraent objects & Functions. 
3 . Secur i ty Department/Role of S.O./A.S.O. Objects & Functions. 
4« Safety Department/Role of Safety Off icer . Objects & Functions 
Pattern of Employment 
1. Total s t r e n g t h of the s t a f f 
2. C l a s s i f i c a t i o n of employees according to 
employment s t a t u s . 
3 . Average Number 
Qnployment Status 
Managerial 
supervisory 
Cler ica l 
Workers 
Others 
Total 
;xv i i ) 
4 , C l a s s i f i c a t i o n of workers according to 
s e r v i c e cond i t ions . 
Service condit ions 
Permanent 
Temporary 
Probati.onary 
Oontract Labour 
Casual 
Part Time 
others 
Total 
5 . C l a s s i f i c a t i o n of workers according to s k i l l 
S k i l l riumber 
Sk i l l ed 
Unski l led 
Semi-ski l led 
Apprentice 
6. 
Total 
Classification of workers according to age & Sex 
Age Group Men Mbmen 
18 - 25 
25 - 35 
35 - 45 
45 - 55 
55 & above 
(r-Tii-
RSCRUITMENT AND SERVICE CONDITIONS 
1. Classification of workers according to the source of 
recruitment 
Sources 
A) Bnploymiint Exchange 
1) Govomment 
i i ) P r iva te 
B) Univers i t i e s and ODllege 
C) Advertlsem^it 
D) Employers Relations 
E) Jobbers 
F) Management Scheme 
G) Recruitment from other establishments 
H) At Gate Recruitment 
I ) Trade Unions 
J ) Contractors 
K) others 
2. Number of workers promoted in d i f fe ren t departments. 
Basis of promotions 
3 . Number of workers transferred from one job to o t h e r / 
one department to the o ther . 
Basis of t r a n s f ^ s 
4. Number of workers who were l a id off. 
5 . Number of workers retrenched. 
Causes 
(xix) 
6. Number of workers who resigned the service 
Causes 
7. Number o£ workers who were discharged. 
Causes 
8. O) Please note the procedure of discipl inary action. 
1) Please note the procedure of dismissals . 
2) Please note the procedure of discharges. 
9. Please supply a copy of standing orders. 
10. 0) Procedure of recruitment. 
1) Procedure of se lect ion 
2) Procedure of Training. 
3) Transfer, pol icy . 
4) Promotion pol icy. 
WAGES AND SALARIES 
1. Monthly wages and salaries of the enployees 
All categories: Maximum Minimum 
2. Amount of wages and salaries paid to enK>loyees. 
3 . D.A. 
5. The date on which wages are generally paid. 
6. Increment (annual) for workers 
for o f f i ce staff; and : 
for executive s taf f : 
7. Please supply a schedule of salary and wages rate 
according to c lass i f icat ion of jobs prevailing in 
your conpany. 
(xx) 
LABOUR WELFARE FACILITIES 
1. Educational f a c i l i t i e s : - For workers 
- For the wards 
-No. of educat ional i n s t i t u t i o n s 
•Employer's budget on education 
2 . Recreational f a c i l i t i e s ; 
- Worker's c lubs 
- Cinema Theatre 
- Outdoor/Indoor games 
- Dance and s inging programme 
- Any other method of amusement and recreation 
- onployer's budget on these items 
3 . Canteen : 
- Canteen run by the employer/employee 
- Subsidy i f any, by the employer 
- Type o f refreshment provided 
- Rate l i s t of items ava i lab le in canteen. 
4 . Cooperative S t o r e s : 
- Items provided by the s tores . 
Dnployers a s s i s t a n c e to these s tores 
5 . Retai l Stores : 
- Items a v a i l a b l e 
- Subsidy i f any by .the employer 
6 . Credit F a c i l i t i e s (Loans & Advances) : 
- Loans granted by the employer 
- Methods of granting loans 
- I n t e r e s t and terms of repayment of loans 
- Purpose for which the loans are granted 
(xxi) 
7. Medical Services : 
- Number of hospitals and dispeisaries 
- F a c i l i t i e s provided by the hospitals 
- Budget of eiiployer on these f a c i l i t i e s 
8. Housing Fac i l i t i e s : 
- Number of houses provided to each category 
of employee. 
- Method of charging rent 
- Amenities provided 
- Loans granted to workers for the construction 
of their ovn houses 
- Terms of recovery of such loans 
9. Wbrkers • Education programme* i f any : 
- Number of centres 
- Time 
- Dura tion 
- Types of education inparted 
10. ESI Scheme in the Unit : 
" Number of workers covered by the act 
- Contribution by the employer 
- contribution by the worker 
" Benefits provided under the scheme 
Benefits i Number of Beneficieriesi Amount 
Sickness 
Maternity 
Disablement 
Dependents 
Medical 
•I>3tal : 
(xxii) 
11 . Leave with pay benef i t : <Yearly bas i s ) 
Category of 0 Casual j} s ick 0 Earned Leave 5 NumSier of 
workers 0 Leave { Leavei or_pr iv i lege i holidays 
0 \ i l eave t with pay 
Daily ra ted 
Piece rated 
Cbntract labour 
Others 
12. Provident Fund« Pension and Gra tu i ty : 
Type of Paym^itOstatutory^Date ofO No.of 0Contribution 
(or not 9s tar t ing benefi-^f Management 
0 6 AciariesO 
- contr ibution of workers, i f any. 
13. Pension : 
- Retirement Age 
- Conditions of providing pension to etnployees 
- Amount of Pension g iv«i to the employees 
14. Gratuity 
15. Bonus 
16. Safety Measures 
working Conditions 
1. Detai ls of length of the work day with breaks, period 
of change over of d u t i e s . 
{xxi i i} 
2. Holidays and leave (list of Holidays) : 
3. Details regarding working conditions : 
- Area - Ventilation 
- Noise - Humidity 
- smoke and fumes - Temperature 
- Dust - Sanitation 
- over crowding - Machinery 
- Lighting 
4. Accidents : 
Category Number Amount of 
with cause compensation 
a) Permanent total dis-
ablement 
b) p a r t i a l 
c) Temporary 
d) Fatal 
TRADB UNIONS 
1.. Name of the Union 
2. Date of Registration/ Recognition and affiliation. 
3. Number and names of office bearers and their designation. 
4. Functions of Trade Unions. 
5. Problems of Trade Unions. 
6. Membership. 
7. Percentage to t o t a l s t rength . 
(xx iv ) 
INDUSTRIAL DISPUTES 
A - S t r i k e s : 
a) S t r i k e s during the l a s t 10 years 
b) I s sues involved 
c) Number o f workers affected 
d) Duration o f the s t r i k e 
e) Mandays l o s t 
f ) Wages l o s t 
g) At t i tude of Management 
h) Resu l t s . 
B - Lock outs : 
a) Lock outs during the l a s t 10 years 
b) I s sues Involved 
c) Number of workers affected 
d) At t i tude o f workers 
e) At t i tude of Management 
f ) Results 
C - G h e r a o : 
a) Number of workers involved 
b) I s sues involved 
c ) Years of Gherao 
MACHINBRY FOR SETTLmENT OF DISPUTES 
1. Wbrks Oomnittees and J o i n t Management Oouncils. 
Result Year No.of cases 
referred s u c c e s s f u l l y P a r t i a l l y No Remarks 
Resolved Resolved Resolved 
No.of cases No.of cases No.of cases No.of cases 
®^^ referred s e t t l e d not s e t t l e d referred to 
Govt. 
3 . Cases referred for arbltrat lcxi . 
1) Labour Court 
No.of cases withdrawn 
Year No.of cases Mo.of ayard« Result 
^^ ®^  Manag^nent Union 
4 . Cases referred for arb i trat ion to Indus tr ia l Tribunals. 
No.of cases withdrawn 
No.of cases No.of awards Result 
^®*^ given Managanent Union 
5 . Cases referred to court of inquiry . 
No. of cases : 
6 . Cases referred to High Court on po int of Law. 
Year By employer By Union Total Results 
LABOUR MANAGEMENT C0«ORDINATION 
1 . Have you introduced any scheme of workers par t i c ipa t ion 
in Managemeit i n Unit . 
2 . I f yeS/ which of the fol lowing p r a c t i c e s are provided 
for in your undertaking« which were formerly provided 
for* but now how many have been d i scont inued . 
In operation formerly* 
In operation now but now discontinued 
Yes No Yes No 
a) ftorks Committee 
b) J o i n t Manage-
ment Council 
c ) Worker Director 
d) Other Labour 
management 
Committees. 
(xxvi} 
3 . Joint Management Council : 
a) wtet Is the name of such council or committee In 
your concern 7 
b) When I t was established 7 
c) How Is I t s membezvhlp made up, and how are the 
members chosisn 7 
d) How frequently does I t meet 7 
e) How I t a published constitution and/or rules 7 
f) How Is the chairman arranged 7 
g) what are the principal matters discussed 7 
h) If you had a system of JMC or similar to I t , when 
has n6w been discontinued on account of lack of 
Interest of 
Management EJiployees Union General lack of Interest 
4. Other Joint Cbmmlttees : 
Which of the following labour management committee have 
been formed In your unit 7 
a) central Production Cbmmlttee 
b) Departmental Production Cbmmlttee 
c) Labour welfare Committee 
d) suggestion Convnlttee 
e) Canteen Management Committee 
f} House Allotment Oonnmlttee 
g) Grievance Cbmmlttee 
h) others, i f any. 
5 . Shop Cbunclls and Joint Oounclls : 
a) Have shop councils been formed In year Unit 7 
b) How many shop councils have been formed in your Unit 7 
c) on which date the shop council was formed in your Unit 7 
d) How i s their members chosen. 7 
(xxvii) 
Joint Council : 
1) on which date Joint Council was formed 7 
2) How Is Its membership made up, and how are the 
members chosen ? 
A P P E N D I _ X - I I 
Employee's Schedule 
The purpose o£ t h i s schedule i s to study the opinion o f the 
employees towards the problems of labour r e l a t i o n s in sample 
m i l l s . 
NAME 
DESIGNATION 
DEPARIMENT 
1) Are you s a t i s f i e d with the recruitment 
procedure of your company 7 
2) Are you s a t i s f i e d with the s e l e c t i o n 
procedure of your coit^sany 7 
3) Are you s a t i s f i e d with the training 
p o l i c y o f your company 7 
4) Are you s a t i s f i e d with the transfer 
procedures of your comply 7 
5) Are you s a t i s f i e d with the promotion 
p o l i c y of your conpany 7 
6) Are you s a t i s f i e d with the monthly 
wages and s a l a r i e s given by your 
company 7 
7) Are you s a t i s f i e d with the Bonus paid 
by your company 7 
8) Are you s a t i s f i e d with the P.F.Scheme 
of your coiroany 7 
9) Are you s a t i s f i e d with the payment of 
Gratuity by your company 7 
Yes / No / N/o 
(xxix) 
10) Are you provided with the f a c i l i t y 
of loans and advances ? 
11) Are you sat i s f i ed with the housing 
f a c i l i t i e s provided by your company 7 
12) Are you sat i s f i ed with the medical 
f a c i l i t i e s provided by your company 7 
13) Are you sat i s f i ed with the educational 
f a c i l i t i e s provided by your company 7 
14) Are you sat i s f i ed with the Recreational 
f a c i l i t i e s provided by your company 7 
15) Are you sat i s f ied with the canteen 
f a c i l i t i e s provided by your company 7 
16) Are you sat i s f ied with the following? 
a) 
b) 
c) 
d) 
e) 
f) 
g) 
h) 
Lighting 
Ventilation 
Temperature 
Humidity 
Dust/Smoke and fumes 
Noiae 
Sanitation 
Machinery 
Yes / No / N/o 
17) Are you satisfied with the activities 
of your trade union 7 
18) Does the management of your company 
has favourable attitude towards trade 
unions 7 
19) Are you in favour of organizing the strikes7 
20J Does the management of your company 
encourage v/orkers' participation in 
management 7 
21) Are you satisfied with the following : 
a) Taking Disciplinary Actic»i 
b) Redressing of Grievances 
c) Sett l ing of Disputes. 
